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Abstract 
This research is about the study of the Saving and Credit Co-operative Socie-
ties (SACCOS) employees’ personality traits, self-efficacy, and organizational 
commitment of Kathmandu district. The researchers have used Mini-IPIP 
five-factor model personality. The scale consists of 20-items short form of the 
50-items IPIP-FFM. The Big Five personality traits have measured employee’s 
agreeableness, conscientiousness, emotional stability, extraversion and intel-
lect. The Organizational commitment scale is used to measure the employee’s 
affective, normative and continuance commitment. The employees are hu-
man capital and without their contribution, no one can imagine of this 
present digital world. The Self-efficacy scale is used to find the optimistic be-
liefs of employees’ competence to deal efficiently with a variety of stressful 
situations. The total sample size consists of 260 employees (Male = 127 & 
Female = 133). The samples are drawn from Sixty Three SACCOS of Kath-
mandu district only. This study finds the relationships among the SACCOS 
employees’ personality traits, commitment and self-efficacy to handle the 
employees’ behavior efficiently for the overall productivity of an organization. 
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1. Introduction 

The history of the Co-operative is a term derived from a social enterprise or 
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community-based organization integrated in the service to its members to meet 
their economic, social and cultural needs and aspirations through a jointly 
owned and democratically-controlled enterprise. 

It shows that the cooperative societies help in improving the living standards, 
and quality of life, along with good educational outcomes for their children in 
the semi-urban and rural areas and improve the living standards of low-income 
and marginalized groups in Nepalese societies. There are about 6,030,857 coopera-
tive members and 56,475 employees with more than 34,500 Co-operative institu-
tions (Co-operative Statistics, 2016, p. 7), involving in operation successfully. 

In human resource behavior, personality traits, organizational commitment 
and self-efficacy are widely studied topics in numerous disciplines, but they pose 
a deep concern in organizational psychology. Personality traits have significant 
role in the testing in employee’s selection and implementing various personality 
assessments in the workplace [1]. This study is helpful to explore the knowledge 
about links with many employees’ behaviors and attitudes that may influence the 
organization like “Big Five” which means five personality traits: agreeableness, 
conscientiousness, emotional stability, extraversion and intellect that serve as the 
focus for personal characteristics [2], absenteeism [3], turnover [4] [5], and or-
ganizational citizenship behavior [6] and job satisfaction[7]. Carl Gustav Jung 
(1926-1994) [8] believes the self as an archetype propelled men to search for un-
ity, harmony, and wholeness among all elements of the personality. He gave a 
start for the studies about personality types and models. Goldberg’s list of the 
best measure of personality trait being used as Big Five, originally consisting of 
100 items (Big Five Factor Markers); or the 20-item Mini-IPIP inventory being 
used short version of the 50-item questionnaire for scaling the Big Five Perso-
nality Traits [9]. The 20-item Mini-IPIP is derived from International Personal-
ity Item Pool (IPIP). Lawrence describes that personality refers to the pattern of 
behaviors consistently exhibited by an individual. This study explores the per-
sonality traits and their relationship with self-efficacy and organizational com-
mitment in SACCOS’s employees. The study also explores the relationships with 
the inter co-relationships among the personality traits. Gelade, Dobson, and 
Gilbert [10] have examined organizational commitment in a sample of 49 coun-
tries. Affective commitment (AC) varies significantly by country, and it is strongly 
related to the dimensions of personality. AC is high in countries where the pop-
ulation is extravert and Low in the Countries where the population is neurotic. 
Extraversion is a personality trait associated with the positive effect, correlated 
(0.22) with organizational commitment and emotional stability. 

Personality shows the individual differences in characteristic patterns of think-
ing, feeling and behaving. A galaxy of personality traits are needed for the suc-
cess in the context of job. The traits are self-awareness, resilience, motivation, 
interpersonal sensitivity, influence, decisiveness and integrity. According to 
Church [11] traits are comparatively stable in individual differences in thoughts, 
feelings and behaviors. Personality has central role in this research. Its accuracy 
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of measurement depends on the selection of empirically reliable tools. Effective 
management of emotion is the key part of emotional intelligence. An employee 
should understand emotional messages in the regulation process of emotions 
and one’s own and others’ emotions. This model combines emotional self-per- 
ceptions and emotional traits describe person’s own traits. This model of emo-
tional intelligence can only be viewed in conjunction with a comprehensive ex-
ploration of person’s personality. The Mini-IPIP personality scale was developed 
as a 20-item short form of the 50-item IPIP-FFM. The noted psychologist, like 
Goldberg pioneered the researches in IPIP Big Five. 

Allen and Meyer [12] [13] define that organizational commitment as a “psy-
chological link between the employee and his or her organization makes it less 
likely that the employee will voluntarily leave the organization. Organizational 
commitment is not only a significant factor in human resource management but 
also a widely studied topic, and a deep concern in organizational psychology due 
to its connection with many employees’ behaviors and attitudes. Numerous de-
finitions of the organizational commitment state that all commitments are like a 
psychological state that describes an employee’s relationship with organization 
and a tendency to continue the relationship with the organization [14]. The loyal 
and committed employees of an organization create values, dedication and 
strong belief among the team members. The employees have commitment to 
foundational roles to achieve the specific organizational goals. The organization-
al commitment exists in the three types of the commitment in organization. 
Meyer and Allen furthermore, have developed a three-dimensional model en-
compassing affective, normative, and continuance commitment. Affective com-
mitment defined by Meyer and Allen, as the “emotional affection to an organi-
zation; a strong belief in and reception of the organizations’ goals and values 
which result in willingness to exercise most favorable effort to attain the organi-
zational goals”. Normative commitment is “an employee’s feeling of compulsion 
to carry on working for an organization”. The third component, continuance 
commitment refers to “the longing to continue membership in an organization 
for the fright of forfeiting values as rewards”. 

Bandura [15] [16] [17] defines the self-efficacy as a personal belief, that influ-
ences one’s behavior, way of thinking and emotional reactions in a difficult situ-
ation. He further states that theories and researches of self-efficacy create a dif-
ference in how people feel, think, and act. In terms of feeling, a low sense of 
self-efficacy is associated with depression, anxiety, and helplessness. Luszczyns-
ka, & Schwarzer [18] describe that self-efficacy affects every area of human en-
deavor. Gungor, Kurt, and Ekici [19], explain that personality factors have an 
effect on personal traits of the students. Some qualitative studies define that 
there is a relationship between personality types and sense of expression of the 
respondents’ efficacy. [20] found positive self-efficacy in employees because of 
the availability of resources and high levels of self-efficacy in employees. Simi-
larly [21] describes entrepreneurs and employees are often more engaged, moti-
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vated and, consequently, successful in their tasks due to the high levels of self- 
efficacy and sufficient amount of resources in the organization. Kossowska & 
Laguna [22] found that the result of hierarchical regression analyses have shown 
conscientiousness, skill variety and self-efficacy are statistically significant pre-
dictors of volunteer non-profit organization of Poland. 

Recently, Farrukh, Ying, and Mansori [23] have expressed that extroversion, 
agreeableness, and conscientiousness are positively associated to affective com-
mitment and openness or intellect and emotional stability are negatively linked 
with affective commitment. Farruk et al. [24] have found that emotional stability 
negatively correlated with continuance commitment. Likewise, there was no re-
lationship between continuance commitment with conscientiousness and open-
ness personality trait. Furthermore, extraversion, and agreeableness were found 
to be negatively associated to continuance commitment. The previous study of 
Basnet (2018) has reported similar result as emotional stability is negatively cor-
related with affective commitment. Similarly, agreeableness, conscientiousness 
and intellect trait are highly correlated to affective commitment. These results 
showed that personality traits as a whole are significantly associated with orga-
nizational commitment. Agreeableness trait is the strongest predictor of both af-
fective and continuance commitment. Agreeableness trait is especially relevant 
to predict employees’ outcomes which are subject to strong interpersonal or so-
cial relationships. Such outcomes are vital for the survival of more and more 
employees’, group and for their organizational effectiveness. 

Some personality traits either positively or negatively correlated with the or-
ganizational commitments and self-efficacy. This study also examines the impact 
of personality on the self-efficacy of the SACCOS employees. This research ana-
lyses the differences between male and female of SACCOS’s employees. The 
personality traits are consistent and durable of an individual who makes him or 
her different from each other. The loyal and committed employees are able to 
exhibit values, dedication and strong beliefs among the fellow workers at work- 
place. 

2. Review of the Literature 

Many literature reviews have discussed the various dimensions about the perso-
nality traits but still the five-factor model (FFM) is the most prominent model to 
assess human behavior in workplace in anytime, place, and culture. FFM con-
sists of five factors such as extraversion (sociable vs. introverted) agreeableness 
(cooperative vs. competitive), emotional stability (emotional stability vs. insta-
bility) openness (intellectual curiosity vs. preference for routine), and conscien-
tiousness (organized vs. careless) personality trait. 

The “Five Factor Theory” has developed by Norman [24]. Goldberg, McCrae 
& John [25] have conceptualized that FFM was one of the best tools to assess the 
employees personality traits, but FFM is actually first introduced by the noted 
scholar Thurstone. McCrae and Costa have said that the personality traits are 
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dimension of individual differences in tendencies to demonstrate consistent 
patterns of thoughts, feelings, and actions”. The Big Five personality traits are 
five broad domains that used to describe personality of Nepali Civil Servant Em-
ployees [26]. FFM has been developed into one of the most established avenues 
extensively that elaborate the most significant factors of individuals’ personality. 
People’s cognitive and, affective and motor responses are important to the orga-
nizational change determined by their personalities. 

The extraversion trait indicates individuals’ tendency to be socially more ac-
tive and reactive as they develop more social networks compared to those who 
are low in this dimension [27] [28]. The previous empirical studies recognized 
that higher levels of interaction pose the frequency and scope of using more 
networking behaviors [29]. Therefore, individuals who score high in extraver-
sion are expected to establish high in social networks with other organizations 
[30]. John & Srivastava [2] have explained that the degree, to which an individu-
al is tense, means their worries are more than others and they tend to be moody. 
Many past studies have showed employees scoring high in emotional stability 
are highly motivated by and attracted to their hygiene factors, such as job secu-
rity, benefits, pay, work conditions [31]. Becker [32] has already explained that 
employees’ remuneration, specific skills, work security, and work friends are 
helpful fundamental reasoning for continuing their job. If they made a decision 
to quit their existing job, all of these will be sacrificed including their previous 
work background, hard work, and experiences. Thus, it creates a positive rela-
tionship between neurotic tendency and continuance commitment. Erdheim et 
al. [27] have viewed that neurotic experience of higher anxiety about facing a 
new work environment that leads to harsher experiences when negative events 
exhibit in their jobs. 

In Nepal, researches in personality psychology were pioneered by M.P. Regmi 
[33] [34] [35]. FFM has been practicing in various organizational programs such 
as emotional intelligence, selection and recruitment, and performance. Personal-
ity traits help to develop people’s characteristic patterns of feelings, thoughts, 
and behaviors defined as psychological aspects. Personality traits become one of 
the main factors that affect human behavior due to the impact on controlling the 
people’s reaction to bring changes in the organization. People’s behaviors, as 
well as cognitive and affective responses to the organization are determined by 
their modification in their personalities. 

According to Ying & Ahmad, personality traits are associated to link with em-
ployees’ attitude within the organization. The personality factors of employees 
were tested during their recruitment and practicing of the various assessments 
or roles in the organizations. The personality dimensions are used to assess in 
the organizational development and applied in the multiple levels of analysis, 
beside that human resource practices are commonly used as an individual varia-
ble. The interesting fact was found in an empirical study by Spagnoli and Cae-
tano [36]. The trait of the extraversion was correlated positively to the norma-
tive, continuance and affective commitment. Thus, the personality factors of 
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openness to experience, Emotional stability, and conscientiousness are signifi-
cantly correlated to the continuance, while commitment and agreeableness are 
significantly related to the normative commitment. Meanwhile, a study identi-
fied by Tziner et al. [37] have found positive strong relationship with the con-
scientiousness, agreeableness, and openness to experience are significant and 
positively related to organizational commitment. 

Choi, Oh, & Colbert [38] observes the relationships between the Five-factor 
model (FFM) of personality traits and three forms of organizational commit-
ment (affective, normative, and continuance) and their variability across indivi-
dualistic and collectivistic cultures. All FFM traits have positive relationships 
with affective commitment and normative commitment. The traits of emotional 
stability, extraversion, and openness to experiences have negative relationships 
with continuance commitment. In particular, affective and normative commit-
ment have strongly related to agreeableness trait. 

Subedi [26] explains that the trait of emotional stability in the Big Five perso-
nality dimensions showed significant differences between the two ranks of the 
officer level (M = 61.33, SD = 9.787) and the non-officer level (M = 69.99, SD = 
12.170), t (298) = 6.79, p ≤ 0.001. He further indicates that the emotional stabili-
ty level of non-officer is higher than that of the officer level. His further study 
has identified that except for the emotional stability trait, all the other personali-
ty traits found higher mean scores for non-officers than officers. The results of 
this study are helpful to relate the Nepalese SACCOS employees for further in-
vestigation of the researchers. Subedi [26] observes that there is a relationship 
between Big Five personality traits and job satisfaction of the Nepalese Civil 
Servants, where the beta coefficient was positive (p = 0.021 < 0.05), is significant 
at 0.05 level. Farrukh, Ying, and Mansor [23] have found extraversion, emotional 
stability, conscientiousness, intellect and agreeableness show significant effect on 
employees’ job satisfaction. The above studies of job satisfaction with big five per-
sonality traits exhibit similar results. Stewart and Nandkeolyar [39] state that em-
ployees, with a greater degree of openness deserve opportunities to deal with un-
certain situations and to learn new beliefs, are likely to achieve higher job efficiency. 

Ganu & Kogutu [40] studies are more insightful into the degree to which these 
personality traits are correlated with job satisfaction and organizational com-
mitment in the healthcare industry. Donnellan et al. [9] observe that the Mini- 
IPIP Scale in the various series of studies have shown acceptable reliability and 
facilitate similar constructs of relationships. Mini-IPIP scale is developed from 
the Big Five Factors of Personality Traits have to meet the time constraints and 
short assessments. Michaud [41] defines that the individual’s personality traits 
indicated by an employee who perceived the aspects of the work that determined 
employee’s response to the situation in the organizational settings. 

The concept of self-efficacy was pioneered by Albert Bandura in early 1977. It 
refers to one’s perceived capabilities to execute the courses of action, with em-
phasis placed on performing skills rather than possessing skills, to achieve a giv-
en mission. Hellervik et al. have noted effectively that to achieve a mission for 
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better use of various kinds of skills and acquire a belief in self-efficacy theory. 
Bandura [16] further developed four major sources: inactive mastery, vicarious 

experience, verbal persuasion, and psychological& affective states. An individual 
can fail to achieve a given mission due to over estimation of this self-efficacy. Var-
ious studies reported about the significant role played by self-efficacy as an impor-
tant antecedent in the formation of entrepreneurial intentions [42]. 

Organizational commitment is multifaceted concept [12] [13]. Finegan [43] 
argues that absenteeism, job quitting, job satisfaction, job involvement, perfor-
mance and relationship between supervisor and supporting staff are all relevant 
to the situation of the organizational commitment. Shrestha has found that de-
mographic variables exhibit no significant differences on employees’ marital 
status, job position, service year, education and organizational status, except 
ageing of the employees. This study reveals that female employees of Nepalese 
financial institutions have no significant difference in the level of organizational 
commitment between the married and single employees. However mean values 
of single employees are more committed to job than the married employees. 
Moreover, regression analysis shows organizational commitment of employees 
are not found significantly affected by the communication, career development, 
role-play working conditions, their recognition and rewards. 

Agrawal [44] shows that public-sector jobs are more highly valued than the 
jobs of private sectors because the security of their jobs in the government sec-
tors, even though the organizational climates in both public and private sectors 
are similar in nature. Nepalese employees are committed to their works but they 
show low levels of morale and participation. Gautam [45], Koirala [46], and 
Upadhyay [47] observe that the employees are dissatisfied with their jobs are 
common attribution to the Nepalese employees. The report of Gautam, Van 
Dick & Wagner [48] show the difference in each component of antecedents of 
commitment leading to reduce intention to leave the organization and resulted 
in different outcomes for employees’ affirmation with their extra-role behavior. 

Luthans views that organizational commitment (OC) is an attitude that shows 
strong desire to remain as a loyal member in a particular organization, where the 
employees express their concern for consolidation of the organization. Morrow 
views it as a “Multidimensional Construct”. Meyer and Allen [13] further indi-
cated that commitment is characterized by suitable “Mind sets”. There are affec-
tive, continuance and normative commitment that show their self-confidence 
and self-efficacy. The study of Muriuki & Gachungais highly important in the 
field of emotional intelligence and organizational commitment. The organiza-
tional commitment is potential to predict the organizational outcomes such as 
performance, turnover, absenteeism, tenure, and the goals of the organization 
[12]. Many factors influence employees’ commitment, including strong com-
mitment to their manager’s occupation, and profession as supported by the im-
portant study of Meyer & Allen [12]. 

Some researchers [49]-[55] indicate the significant relationships between 
extraversion/introversion and organizational commitment. They show the nega-
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tive relationship between emotional stability and organizational commitment 
[49] [50] [51]. Kumar & Bakhshi [49] view a significant strong relationship be-
tween openness to new experience and organizational commitment. Similarly, 
some studies indicate agreeableness and organizational commitment found to be 
significantly correlated. The review of the literature indicates that personality 
traits or attributes influence the decision and organizational behavior of em-
ployees. Multiple studies have found that personality factors generally influence 
the way of people decide and behave. A range of studies investigated the rela-
tionship between personality factors and organizational commitment of em-
ployees. A similar type of study in Indonesia among educators, teachers and lec-
turers by Izzati, Suhariadi, and Hadi [54] finds that shows a high amount of 
agreeableness shows high emotional attachment to their organization. Likewise, 
agreeableness and consciousness trait contribute significantly high level of affec-
tive organizational commitment. The studies of Shabahang and Amani [55] have 
found no gender difference between female and male principals for organiza-
tional commitment in the organization. 

3. Objectives 

1) To find the gender (Male/Female) differences in personality of the SACCOS 
employees. 

2) To study the relationship between personality traits and self-efficacy of the 
SACCOS employees. 

3) To study the relationship between personality traits and organizational 
commitment of SACCOS employees. 

4. Hypotheses 

The following three null hypotheses will be tested during this research: 
1) There will be no difference in the total personality traits of male and female 

employees. 
2) There will be no relationship between personality traits and Self-efficacy. 
3) There will be no relationship between personality traits and organizational 

commitment. 

5. Method 
5.1. Participants 

This study group comprises of N = 260. The total sample is collected from se-
lected SACCOS employees of Kathmandu district dated from July, 2017 to De-
cember, 2017. See Table 1. The average age of these employees range between 18 
to 75 years. The samples are collected the from the former Village Development 
Committee (VDC) (Now Municipality) and Kathmandu Metropolitan City. 

5.2. Measures 

The questionnaires are translated into a Nepali version and back-translated by 
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two prominent professors independently and then equivalence was established 
[56]. The Nepali translation is further simplified by Professor M. P. Regmi. The 
entire analysis of data is performed with the help of SPSS Version 23.00. The 
Descriptive statistics, Pearson’s correlation coefficient, and t-test were applied in 
this study (Figure 1). 

5.3. Instruments 

The Mini IPIP dimension scale has 20 items derived from 50-item IPIP-Five 
factor model (FFM) test. This scale is used for measuring personality traits of the 
person as the independent variables in terms of extraversion, agreeableness, 
conscientiousness, emotional stability, and intellect developed by Donnellan, 
Oswald, Baird & Lucas [9]. The researchers have used a 5-point Likert-type scale 
ranging from (1 strongly disagreed to 5 strongly agreed) with a neutral midpoint 
at 3 (neither disagree nor agree). The scores for the individual items from each 
scale are summated to find the total scores for each of the five constructs (FFM). 
The scale has Five factor model (FFM) or Constructs. The Cronbach’s Alphas of  
 

 
(Theoretical model developed by Prof. Dr. M.P. Regmi & D.M. Basnet’s doctoral research proposal has pre-
sented at Pacific Academy of Higher Education and Research University, Rajasthan, Udaipur, India on Novem-
ber 11, 2016). 

Figure 1. Theoretical framework of this study. 
 

Table 1. Sample Structure (N = 260). 

Total Employees Males Females 

260 127 133 

Percentage 48.85% 51.15% 
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the five constructs are 0.77, 0.70, 0.69, 0.68, and 0.65 sequentially. 
The construct of self-efficacy scale is introduced by Bandura as Social-Cognitive 

Theory [15] [16] [17]. Later Ralf Schwarzer & Matthias Jerusalem revised the 
scale in 2000 as Generally Perceived Self-efficacy Scale and unidimensional. It 
consists of Ten-item version with 4 Point-Likert type scales. Its high scores re-
flected higher levels of self-efficacy and aimed to deal efficiently with a variety of 
stressful situation. The scale is translated into 33 languages and tested in 23 
countries and widely used in numerous research projects. The Cronbach’s alphas 
ranged from 0.76 to 0.90 with the majority in the high 0.80 s. 

This study uses the organizational commitment questionnaire developed by 
Meyer and Allen [13]. It consists of 24 items and 5 Point-Likert type scale. It has 
three categories: affective, continuance and normative commitment. In this 
study the high scores reflect higher levels of organizational commitment of the 
employees. Researchers have deleted 3 items from normative commitment, so 
the total functional items are 21 only. The reported Cronbach’s alphas for the 
three subscales were 0.87, 0.75, and 0.79 respectively [13]. 

5.4. Procedure 

First, the researcher requested the head of the SACCOS office with the written 
request letter of researcher along with the recommendation letter of Division 
Co-operative office, Kathmandu district, after taking the consent from em-
ployees, the researcher requested the employees to be seated in a room of the 
SACCOS and distributed the questionnaires package to each subject and they 
were instructed by the researchers before filling-up the questionnaires. They 
filled the questionnaire package within 15 to 20 minutes. In the similar proce-
dure, each SACCOS office was visited by the researcher/s for data collection. En-
tire data collection took approximately Five-months time. 

5.5. Data Analysis 

In the trait of extraversion, the span of mean scores range from highest in the 
item No. 1 and lowest in the item No. 16. Similarly, agreeableness trait has the 
highest mean score in the item No. 12 and lowest value in the item No. 13. In 
case of conscientiousness trait, the mean score is highest in the item no. 18 and 
then the mean score of lowest item No. 13. Emotional stability trait in item No. 9 
is the highest mean score and lowest mean score is found in 14 item. Similarly, 
the trait of intellect shows the highest mean score in item No. 20 and lowest 
mean score falls in item No. 15. The agreeableness trait has highest reliability(r = 
30.9) and the lowest reliability exhibited by extraversion trait (r = 0.06). Fur-
thermore, the above table shows 14 negative skewed scores value 14 and kurtosis 
is found 16 in Mini-IPIP FFM personality. This proves the lack of normality in 
the MINI-IPIP Scale (See Table 2). 

Table 3(a) exhibits, the Mean (M = 31.68), SD (31.68) scores and Cronbach’s 
Alpha (0.818) of Self-efficacy, respectively. 
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Table 2. Statistics for the Mini-IPIP-FFM Personality Scale. 

Item/Symbol N Mean 
Std.  

Deviation 
Skewness Kurtosis 

Cronbach 
Alpha 

1 (EMO) 260 3.92 1.163 −1.126 0.604  

2 (AGR) 260 4.39 0.979 −1.925 3.483  

3 (CON) 260 3.16 1.593 −0.256 −1.525  

4 (EMO) 260 3.31 1.305 −0.523 −0.873  

5 (INT) 260 3.18 1.385 −0.238 −1.198  

5 (EMO) 260 2.64 1.431 0.376 −1.211  

7 (AGR) 260 3.95 1.308 −0.967 −0.367  

8 (CON) 260 3.58 1.430 −0.464 −1.290  

9 (EMO) 260 3.36 1.422 −0.188 −1.410  

10 (INT) 260 3.62 1.329 −0.519 −0.986  

11 (EMO) 260 3.71 1.457 −0.772 −0.854  

12 (AGR) 260 4.58 0.890 −2.644 7.015  

13 (CON) 260 4.12 1.225 −1.328 0.698  

14 (EMO) 260 2.66 1.452 0.156 −1.444  

15 (INT) 260 2.21 1.260 0.749 −0.557  

16 (EMO) 260 2.13 1.359 0.907 −0.481  

17 (AGR) 260 2.78 1.517 0.243 −1.446  

18 (CON) 260 3.99 1.472 −1.079 −0.454  

19 (EMO) 260 2.73 1.381 0.315 −1.200  

20 (INT) 260 3.66 1.336 −0.576 −0.948  

Total Scores: 
Extraversion (EXT) 

Agreeableness(AGR) 
Conscientiousness(CON) 
Emotional Stability(EMO) 

Intellect (INT) 

 

 
12.4 
15.7 

14.85 
12.06 
12.67 

 
5.41 

4.694 
5.72 
5.56 
5.31 

  

 
6% 

30.9% 
29.9% 
23.2% 
12.1% 

 
Table 3(b) exhibits, the Means (30.26), (25.32), (18.43), SD (9.004), (10.134), 

(5.769) scores and Cronbach’s Alpha (0.644), (0.737), (0.549) of affective, conti-
nuance and normative commitment respectively. 

Hypothesis Testing-1 
Table 4 exhibits the emotional stability trait of the Mini-IPIP dimension, fe-

males’ Mean (M = 11.5354) & males’ Mean (M = 12.5489) score is 1.0135 higher 
(or significantly different) (see Table 4). It proves that female employees have 
higher emotional instability than the male employees of SACCOS. Magnus et al. 
claimed that the neurotic employees experience more negative life situations 
than the other individuals. Similarly, neurotics experience higher anxiety while 
facing a new work environment that may lead to harsher experiences. The above 
findings seem to be affected by the female employees specifically to the compar-
ison of the male employees. 

https://doi.org/10.4236/ojbm.2019.72031


D. M. Basnet, M. P. Regmi 
 

 

DOI: 10.4236/ojbm.2019.72031 466 Open Journal of Business and Management 
 

Table 3. (a) Statistics for the Self-efficacy Scale. (b) Statistics for Affective, Continuance 
and Normative Commitment Scales. 

(a) 

Scale N Mean 
Standard 

Deviation (SD) 
Cronbach’s 

Alpha 

Self-efficacy 260 31.68 8.598 0.818 

(b) 

Scales N Mean 
Standard Deviation 

(SD) 
Cronbach’s 

Alpha 

Organizational 
1) Affective 
2) Continuance 
3) Normative 

260 

 
30.26 
25.32 
18.43 

 
9.004 
10.134 
5.769 

 
0.644 
0.737 
0.549 

 
Table 4. T-test, gender differences in the total personality traits. 

Group Statistics(Male/Female) 

Effect Decision 
Personality Trait Gender N Mean 

Std. 
Deviation 

Std. Error of 
Mean(SEM) 

Extraversion 
Male 127 12.3701 2.66608 0.23658 Lower 

 
Female 133 12.4211 2.88993 0.25059 Higher 

 

Agreeableness 
Male 127 15.748 2.84513 0.25246 Higher 

 
Female 133 15.6767 2.64446 0.2293 Lower 

 

Conscientiousness 
Male 127 14.9449 3.46481 0.30745 Higher 

 
Female 133 14.7444 3.03927 0.26354 Lower 

 

Emotional 
stability 

Male 127 11.5354 3.03889 0.26966 Higher 1.0135* Sig. 
Difference 

 Female 133 12.5489 3.00622 0.26067 Lower 

Intellect 
Male 127 12.6535 2.78994 0.24757 Lower 

 
Female 133 12.6842 2.81061 0.24371 Higher 

 
 

In the remaining other four personality dimension (extraversion, agreeable-
ness, conscientiousness and intellect), Mean scores are nearly the same and sta-
tistically remain significant between male and female employees. 

Hypothesis Testing-2 
Table 5 shows that the significant high correlations among four personality 

traits: The self-efficacy value correlates with four personality traits: agreeableness 
(r = 0.297), conscientiousness (r = 0.218), emotional stability is negatively (r = 
−0.199), and intellect (r = 0.274). Thus, the extraversion (r = 0.061) trait has no 
significant correlation with self-efficacy. This proves the four traits have signifi-
cant positive relationship with self-efficacy. In conclusion, the trait of extraver-
sion has no any relationship with self-efficacy. Talkativeness, energetic, and 
emotionally expressive are the contents of the extraversion trait, but these beha-
viors do not correlate with self-efficacy of SACCOS employees. It concludes that 
self-efficacy has no relation with extraversion trait in the area of SACCO’s em-
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ployees. 
Table 6 exhibits that agreeableness trait highly correlates with conscientious-

ness (r = 0.303), and intellect (r = 0.202). Similarly, agreeableness negatively 
correlates with emotional stability (r = −0.160). The conscientiousness highly 
correlates with the agreeableness (r = 0.303) and correlates with intellect (r = 
0.132) and correlates with the conscientiousness (r = 0.132). The extraversion 
trait has no any relation to the rest of the personality traits. 

Hypotheses Testing-3 
Table 7 exhibits that there is no significant correlation between extraversion 

trait and all the three variables (affective, continuance, and normative) of the 
organizational commitment. The extraversion trait is related to talkativeness, full 
of energy and emotionally expressive [2]. The analysis proves that employees 

 
Table 5. Correlation among the personality dimensions and self-efficacy. 

Correlations 

 
Self efficacy Extraversion Agreeableness conscientiousness Emotional stability Intellect 

Self-efficacy 

Pearson Correlation 1 0.061 0.297** 0.218** −0.199** 0.274** 

Sig. (2-tailed) 
 

0.324 0 0 0.001 0 

N 260 260 260 260 260 260 

**Correlation is significant at the 0.01 level (2-tailed). *Correlation is significant at the 0.05 level (2-tailed). 
 
Table 6. The Inter-correlations within the five personality traits. 

Correlations 

 
Self-efficacy Extraversion Agreeableness Conscientiousness 

Emotional 
stability 

Intellect 

Extraversion 

Pearson Correlation 0.061 1 0.111 −0.082 −0.047 0.033 

Sig. (2-tailed) 0.324 
 

0.073 0.187 0.454 0.598 

N 260 260 260 260 260 260 

Agreeableness 

Pearson Correlation 0.297** 0.111 1 0.303** −0.160** 0.202** 

Sig. (2-tailed) 0 0.073 
 

0 0.01 0.001 

N 260 260 260 260 260 260 

Conscientiousness 

Pearson Correlation 0.218** −0.082 0.303** 1 −0.076 0.132* 

Sig. (2-tailed) 0 0.187 0 
 

0.219 0.033 

N 260 260 260 260 260 260 

Emotional stability 

Pearson Correlation −0.199** −0.047 −0.160** −0.076 1 −0.081 

Sig. (2-tailed) 0.001 0.454 0.01 0.219 
 

0.193 

N 260 260 260 260 260 260 

Intellect 

Pearson Correlation 0.274** 0.033 0.202** 0.132* −0.081 1 

Sig. (2-tailed) 0 0.598 0.001 0.033 0.193 
 

N 260 260 260 260 260 260 

**Correlation is significant at the 0.01 level (2-tailed). *Correlation is significant at the 0.05 level (2-tailed). 
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Table 7. The Inter-correlation of Personality Traits and Organizational Commitment. 

Correlations 

Personality Traits 
Extra_ 
version 

Agreeableness 
conscienti

ousness 
Emotional 

stability 
Intellect 

Affective 
commitment 

Continuance Normative 

Extraversion 

Pearson Correlation 1 0.111 −0.082 −0.047 0.033 0.091 −0.022 0.026 

Sig. (2-tailed) 
 

0.073 0.187 0.454 0.598 0.145 0.722 0.676 

N 260 260 260 260 260 260 260 260 

Agreeableness 

Pearson Correlation 0.111 1 0.303** −0.160** 0.202** 0.309** 0.089 0.179** 

Sig. (2-tailed) 0.073 
 

0 0.01 0.001 0 0.153 0.004 

N 260 260 260 260 260 260 260 260 

Conscientiousness 

Pearson Correlation −0.082 0.303** 1 −0.076 0.132* 0.166** −0.043 0.213** 

Sig. (2-tailed) 0.187 0 
 

0.219 0.033 0.007 0.486 0.001 

N 260 260 260 260 260 260 260 260 

Emotional 
stability 

Pearson Correlation −0.047 −0.160** −0.076 1 −0.081 −0.143* 0.06 −0.119 

Sig. (2-tailed) 0.454 0.01 0.219 
 

0.193 0.021 0.334 0.055 

N 260 260 260 260 260 260 260 260 

Intellect 

Pearson Correlation 0.033 0.202** 0.132* −0.081 1 0.261** 0.004 0.088 

Sig. (2-tailed) 0.598 0.001 0.033 0.193 
 

0 0.945 0.158 

N 260 260 260 260 260 260 260 260 

Affective 
commitment 

Pearson Correlation 0.091 0.309** 0.166** −0.143* 0.261** 1 0.331** 0.523** 

Sig. (2-tailed) 0.145 0 0.007 0.021 0 
 

0 0 

N 260 260 260 260 260 260 260 260 

Continuance 

Pearson Correlation −0.022 0.089 −0.043 0.06 0.004 0.331** 1 0.245** 

Sig. (2-tailed) 0.722 0.153 0.486 0.334 0.945 0 
 

0 

N 260 260 260 260 260 260 260 260 

Normative 

Pearson Correlation 0.026 0.179** 0.213** −0.119 0.088 0.523** 0.245** 1 

Sig. (2-tailed) 0.676 0.004 0.001 0.055 0.158 0 0 
 

N 260 260 260 260 260 260 260 260 

**Correlation is significant at the 0.01 level (2-tailed). *Correlation is significant at the 0.05 level (2-tailed). 
 

who scored low in the extraversion have poor degree of social networks and so-
cially inactive. The individual who scores high in extraversion shows low conti-
nuance commitment. This proves that there is a negative relationship between 
extraversion and continuance commitment. The agreeableness trait highly cor-
relates (r = 0.309) with the affective commitment and significantly correlates 
with the normative (r = 0.179) commitment. But the agreeableness trait shows 
no relationship with the continuance commitment (Erdheim et al., 2006) prove 
that agreeableness trait has no relationship with the continuance commitment (r 
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= 0.02, p > 0.05) in a sample of American employees. 
Similarly, the conscientiousness trait highly correlates (r = 0.166) with the af-

fective commitment and correlates with normative commitment (r = 0.213). It 
does not have relationship with continuance commitment (r = −0.043). The em-
pirical research, [57] [58] shows the positive correlation between conscientious-
ness and affective commitment. The increasing character of the conscientious-
ness trait leads to the degree of employees’ involvement and attachments affec-
tively to the organization. A regression analysis of the Indonesian School teach-
ers samples by Izzati, Suhariadi and Hadi [54] have shown that there is a signifi-
cant relationship between agreeableness(r = 0.000, p > 0.05) & conscientiousness 
(r = 0.000, p > 0.05) with affective commitment. 

The emotional stability trait correlates negatively (r = −0.143) with the affec-
tive commitment. The employees scoring high in emotional stability trait shows 
higher continuance commitment. This research tries to prove (r = 0.06) in com-
parison to normative commitment (r = −0.11). Positive relation between emo-
tional stability and continuance is expected. Similarly, intellect trait highly cor-
relates (r = 0.261, p < 0.01) with the affective commitment. This result of an as-
sociation between openness and affective commitment is consistent with the 
similar result as shown by Erdheim et al. [27]. The previous researches are found 
to be similar, and that trait of the intellect has positive relationship with the af-
fective commitment which lowers down the turnover behavior of the employees. 

The F-ratio 3.997 which is significant at 0.05 levels (2 tail test). Please see Ta-
ble 8. 

 
Table 8. t-test: (Independent Sample Test). 

Independent Samples Test 

Personality Traits 

Levene’s Test for 
Equality of Variances 

t-test for Equality of Means 

F Sig. t Df 
Sig.  

(2-tailed) 
Mean  

Difference 
Std. Error  
Difference 

95% Confidence 
Interval of the 

Difference 

Lower Upper 

Extraversion 
Equal variances assumed 0.948 0.331 −0.15 258 0.883 −0.05097 0.34526 −0.73087 0.62892 

Equal variances not assumed 
  

−0.15 257.7 0.883 −0.05097 0.34462 −0.7296 0.62766 

Agreeableness 
Equal variances assumed 1.844 0.176 0.21 258 0.834 0.07134 0.34048 −0.59913 0.74181 

Equal variances not assumed 
  

0.209 254.39 0.834 0.07134 0.34105 −0.60031 0.74299 

Conscientiousness 
Equal variances assumed 3.997 0.047 0.497 258 0.62 0.20052 0.40372 −0.59449 0.99553 

Equal variances not assumed 
  

0.495 250.23 0.621 0.20052 0.40494 −0.59701 0.99805 

Emotional stability 
Equal variances assumed 0.041 0.839 −2.7 258 0.007 −1.01344 0.37496 −1.75181 −0.27507 

Equal variances not assumed 
  

−2.7 257.16 0.007 −1.01344 0.37505 −1.75201 −0.27487 

Intellect 
Equal variances assumed 0.028 0.868 −0.09 258 0.93 −0.03067 0.34746 −0.71488 0.65354 

Equal variances not assumed 
  

−0.09 257.61 0.93 −0.03067 0.3474 −0.71477 0.65343 
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6. Further Statistical Analysis 

Fit-Statistics for the Mini-IPIP Model and Organizational Commitment: 
The alphas in the normative commitment and all the IPIP subscales are indeed 

low and the researchers have to run an alternative method of checking the scaled 
reliability called the Tau Equivalent. The Cronbach’s alpha has been criticized by 
some researchers as being too conservative—that is, as showing low reliability 
where the reliability is actually higher. The Tau Equivalent is a more robust me-
thod based on Structural Equation Modeling—researchers run these analyze on 
the AMOS software. It is found that with the exception of extraversion, the rest 
of the scales have from excellent to acceptable reliability. Researchers use the 
following fit indices: 

Chi square: This needs to be as close to zero and non-significant CFI, IFI, and 
NFI: ideally these need to be 0.95 or over, but 0.9 or over is acceptable by most 
researches. 

The Root Mean Square Error of Approximation (RMSEA): Ideally this needs 
to be below 0.06 but 0.08 or below is acceptable by most researches. 

The findings are: 
For normative commitment, excellent reliability: Chi sq = 17.97, p = 0.598, df 

= 20; The CFI (Comparative Fit Index): 1, IFI: 1, NFI: 1, RMSEA 0.00. 
For extraversion, poor reliability: Chi sq = 4.59, p = 0.101, df = 2; CFI = 0.5, 

IFI = 0.8, NFI = 0.69, RMSEA = 0.098. 
For agreeableness, good reliability: Chi sq = 2.68, p = 0.261, df = 2; CFI = 0.94, 

IFI = 0.96, NFI = 0.87, RMSEA = 0.05. 
For conscientiousness, acceptable reliability: Chi sq = 3.28, p = 0.193, df = 2; 

CFI = 0.94, IFI = 0.96, NFI = 0.89, RMSEA = 0.07. 
For emotional stability, marginally acceptable reliability: Chi sq = 1.91, p = 

0.166, df = 1; CFI = 0.76, IFI = 0.93, NFI = 0.86, RMSEA = 0.08. 
For intellect, very good reliability: Chi sq = 1.876, p = 0.391, df = 2; CFI = 1, 

IFI = 1, NFI = 0.87, RMSEA = 0.00. 
The problems in scale reliability may come from various sources. For example, 

some participants may not have understood some of the items, or there may be 
some issues in translating the items and/or cultural differences in interpreting the 
items. Researchers would not be surprised if there were cultural differences giv-
en that openness to others, socialization, and expressiveness captured by “extro-
version” notions and understood very differently across cultures. Perhaps scho-
lars need to look at reliability of the same instrument in other related countries 
of South East Asia. Now the researchers have found all 6 figures and outputs by 
the use of AMOS-21 version. These figures are sequentially presented in the fol-
lowing pages. 

Paths Analysis for Organizational Commitment and Personality Traits (Figures 
2-7). 

Organizational Commitment: 
Personality Traits (Mini-IPIP Model): 
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Figure 2. Model diagram for normative commitment. 

 

 
Figure 3. Model diagram for extraversion. 

 

 
Figure 4. Model diagram for agreeableness. 
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Figure 5. Model diagram for conscientiousness. 

 

 
Figure 6. Model diagram for emotional stability. 

 

 
Figure 7. Model diagram for intellect. 
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7. Result and Discussion 

The female employees Mean score 1.0135 is higher and significantly different 
from male employees. The three personality traits (agreeableness, conscien-
tiousness, and intellect) highly correlate with self-efficacy, but the emotional sta-
bility trait negatively correlates with self-efficacy. The trait of agreeableness 
highly correlates with affective and normative commitment. The trait of con-
scientiousness highly correlates with affective and normative commitment. This 
research also support researches by Erdheim, et al. [27], Matzler & Renzl [58] 
and Lzzati, U. A, Suhariadi, F. and Hadi, C. [54] have found that the positive 
correlation between conscientiousness and affective commitment. 

However, the emotional stability trait negatively correlates with affective 
commitment. Likewise, the intellect trait highly correlates with affective com-
mitment. The continuance commitment of SACCOS’s female employees is due 
to their nearness of dwelling and their emotional instability is little higher than 
the male employees. When the employees found highly correlated with affective 
commitment that results employee’s turnover rate will be low in the organiza-
tion. 

8. Conclusions 

It can be concluded that three personality traits (agreeableness, conscientious-
ness, and intellect) are correlated positively with self-efficacy. The emotional 
stability trait is significant difference between male and female employees and 
level of emotional stability is higher than that of male employees. 

In the result, affective and normative commitments have simply negative cor-
relation with emotional stability. The affective and normative commitment is 
highly correlated with agreeableness. The normative and affective commitment 
highly correlates with conscientiousness. Likewise, the affective commitment 
highly correlates with the intellect. 

Aryal & Panta [59] reported in their study that the Nepalese Co-operative 
members have inadequate knowledge about financial literacy and depend only 
on internal sources of information while making the plans and policies by their 
co-operative employees and adopting the traditional decision making process. 

Recommendations and Suggestions 

Male employees should have positive regards to the female employees (col-
leagues). The Saving and Credit Co-operative employees tend to have strong de-
sire to shift their existing job into alternative job. The SACCOS employees ought 
to develop cooperation in the work setting to improve working environment, 
and to build-up the constructive relationship with workplace. The SACCOS em-
ployees exhibited less efficiency in their work. It is also highly recommended 
that the efficiency of the future studies should relate to personality traits, orga-
nizational commitment and self-efficacy. It can be conducted in the different 
natures of the Co-operatives in the country and World. The government of 
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Nepal has given priority since restoration of democracy since 1990 to develop 
the overall socio-economic through Co-operative sectors. The Co-operative 
should consider researches, training & development to the human resources and 
Co-operative members through Education Sub-committee of the respective na-
ture of Co-operatives. These Co-operative sectors seem to be helpful to develop 
sustainable economic growth in the country in micro level by proper utilizing 
human resources and members of the Co-operatives. To some extent, the 
Co-operative sector should consider their employees’ benefits like working in 
the Nepalese commercial &development banks and finance companies to in-
crease their personality, organization citizenship behavior (OCB) and efficacy. In 
the present scenario, the majority of SACCOS are transacting saving and credit 
and locating in prime area of the locality and consumer market place to serve 
their members. The Nepalese Co-operative Act, 2017 has given priority for in-
ter-Co-operative transactions among the Co-operatives. Basnet, Birla, and Reg-
mi [62] defined that the graduate level employees of SACCOS’ self-efficacy 
shows negative correlation with continuance commitment. Therefore, graduate 
level employees are not interested to use their knowledge, skills, and interest to 
accomplish their assign tasks and responsibilities. Basnet et al. [62] prove that 
the Kathmandu Metropolitan City (KMC), Municipality and Village Develop-
ment Committee (VDC) SACCOS employees’ self-efficacy levels remain same. 

Limitations 

This survey research is conducted in limited research area of Kathmandu district 
only. There have been very few researches conducted in the area of commitment, 
personality traits and self-efficacy in Nepal. However, no study has been found 
in analyzing the relationship among the personality traits, self-efficacy and orga-
nizational commitment in the Nepalese Co-operatives employees. In this re-
spect, this study will be helpful for shedding a light in the field for further studies 
to the related areas of human resources management. Recently theory testing 
researches are coming up [60] [61]. These types of researches are not facing by 
the respondents in the population areas. This may cause to answer properly in 
the standardize scales. 

The researchers have collected the samples for the study of the doctoral re-
search. 

Implications 

There are several practical implications for reducing turnover, job search beha-
viors, increasing commitment to organizations, efficacy and right emotional be-
haviors and cognitions of the individual/s. Employees found with positive asso-
ciation between agreeableness, extroversion & conscientiousness and affective 
commitment are referred more likely to be committed to the organization and 
decreasing the cost of turnover and which costs organizations huge amounts of 
expenditure every year in several ways and disturbs in general for an organiza-
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tion/s when an employee/s leaves. While an organization able to recruit or select 
employee/s considerably that score moderate to high on aforesaid personality 
traits and employees with high level of emotional stability, self-efficacy and or-
ganizational commitment tend to be significant for the practitioners. 
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