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Abstract 

This research empirically examines the mediating role of organizational trust on human 

resource management, and affective commitment. An independent variable may not provide 

the significant effect on a dependable variable whereas, the effect may be found significant 

through a third variable or indirect relationship. Thus, the research paradigm is determining 

the function of indirect variable whether it role as a full mediator or a partial mediator in the 

relationship analysis. The study is based on human resource management, employee 

psychology and organizational behavior literature, hypotheses were tested by using Baron 
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and Kenny’s mediating analysis. The study reported mixed results on research key variables. 

Theoretically, the study contributes to conceptualized human resource management practices 

affective commitment and organizational trust theory. It also provides practitioners’ 

implications and awareness that lack of organizational trust, employee affective commitment 

might be reduced and management can be failure to accomplish organizational success and 

managerial acumen. 

Keywords: affective organizational commitment, human resource management, mediating 

analysis, organizational trust 

1. Introduction 

Organizational phenomenon revealed the most critical things are to manage human resource 

smoothly. In spite of that organizational stability and employee harmony is essential to the 

global approaches of human resource management (HRM). The foremost dilemma of an 

organization is the failure in managing human resource and maintaining harmony within 

employment relationships (Nik Mutasim et al. 2011). Consequently, organizational trust and 

affective commitment is vital to HRM practices like employee training, rewards, job security, 

selection, and performance appraisal. Similarly, information sharing ability, communication 

system, and allowing employees in decision making process are determined the extent of 

liberal HRM practices. Eventually, if employees’ feels that they are being appreciated as 

valuable assets not as a commodity and management respect to their opinion in all aspects 

certainly they will demonstrate high trusting behavior and high affective commitment toward 

their assigned job (Azmi 2010).  

The research focuses on the theoretical and empirical gaps with respect to study variables. 

Theoretically, HRM can be interpreted as a continuous advance process of evaluating HR 

needs, find people to fill those needs, match between work and organizational perspective, 

and minimize organizational economic and non-economic failure rate (Kingshott 2007). 

While it gives emphasis on improving affective commitment and trust at the workplace. 

Aspects of HRM practices are also influenced by factors of social, economic, technological 

events and cultural diversity. Certainly, different background employee comes at the 

workplace with different psychology. Thus, to build up the smooth relationships between 

employee to employee, and employee to management is difficult. If management ignores the 

human issues, they have difficulty to understand why employees often lack enthusiasm in 

their work although operationally it is correct (Chapman 2004). Therefore, the elaborate 

study of HRM is signifies and requires particularly, organizational trust as a mediator might 

be able to more interesting and knowledgeable (Joarder et al. 2012).    

The mediator variables describe the significant information on the method, reason and the 

situation of a phenomenon that occurred. However, many researches have failed to accurately 

test mediator variables some of them did not even use the right terminologies and jargons to 

test the mediator (Suradi et al. 2009). Hence, the purpose of the study is to test the mediating 

effect of research variables by using appropriate theory and method which may produce more 

empirical support and knowledge in respective area. Thus, the significance of the study 

aspires to contribute with theory, methodology and for the practitioners by adding further 
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knowledge, better understanding and empirical evidence on HRM literature.  

2. Problem Statement and Objectives 

The nature of human beings is unpredictable and to understand human behavior and 

employee’s psychology is complex. Because of employee perceptions differ from person to 

person, time, and place (Mueller 2008). Thus, managing HR is more crucial. If organization 

does not plan for HR may find to difficult to meet its personnel obligations and consequently 

fail to meet its overall performance (Tan 2008). Moreover, the challenge of globalization, and 

massive change in cultural diversity forced management to become more practical and 

competitive. Principally, managerial negligence influence to reduce employee affection and 

trust toward their organizations. Since, it is required that the rules, regulations, and practices 

of HRM should be employee oriented which reduce their work-related stress (Yilmaz 2008).  

The broad research questions are whether there is sufficient managerial capacity, competency 

and efficient HRM practices to face with the needs of employee’s psychological issues like 

affective commitment and organizational trust. If not, what are the circumstances to make 

HRM practices failure, and what should be done to improve the relationships among the 

variables? Therefore, the objectives of the study are to identify, explore and investigate the 

mediating effect of organizational trust whether it is a full mediator, partial mediator or is not 

a mediator on the relationships between aspects of HRM practices and affective commitment. 

3. The Research Paradigm 

Human resource management is an integrated strategy and planned development process for 

effective utilization of human resource for the achievement of organizational goals (Snell et 

al. 2011). The perspective of HRM practices is to ‘build’ HR rather than acquiring or 

allocating (Wright et al. 2008). This approach highlights firstly, the importance of ensuring 

the rationality and consistency across a range of HR practices. Secondly, speed up the 

implementation or adopt a strategic change in HRM practices if required. Moreover, HRM 

strategy regarding selection, performance appraisal, rewards, and training is a multi-stage and 

multi-level process. These are serious challenging issues for upcoming business organizations 

and essentially, the management has to overcome it. To generalize the effectiveness and 

efficiency of HRM practices, Pfeffer (2005) suggests that there is no one best way to manage 

people. Management that adapt most successfully to the new social and economic doctrine is 

characterized by a similar set of HR practices. 

To ensure high affective commitment and high performance HRM practices have to develop, 

manage, and motivate employees’ activities and needs (Storey 2007). The concepts assume 

that HR offer organizations an edge, and managing organizational philosophy i e. culture, 

beliefs, and values is more important than procedures and systems. Employee commitment is 

more important than simple compliance and jobs need to be designed to allow devolved 

responsibility and empowerment. While, HRM practices uncovered seven underlying 

functions staffing, training, rewards, job security, performance appraisal, participation in 

decision making, and communication and information sharing to enhance affective 

commitment. 
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Trust is a basic organizing principle of interpersonal exchange relationships. In the 

commitment-trust relationship the descriptions of trust are the belief in the integrity, character, 

and ability of the management. The reciprocal faith in one’s intentions and behaviors and a 

confidant reliance on the integrity, honesty, and justice can create a culture of organizational 

trust (Morgan et al. 2010). In this light, there is obviously a need to integrate trust into daily 

organizational processes and operations in particular the HRM practices (Lamsa et al. 2006). 

Theoretically, HRM practices for instance may improve employees’ self-regulation and 

motivate them to act in an expected, responsible, reliable, loyal and truthful way at least in 

employment relationships. Organizational trust refers the rational trust of an individual 

employee with respect to the process of acquiring knowledge, perceptions, and experience 

toward his or her colleague, management and organization itself. Essentially, HR 

management can address and take some initiative to build up or develop employees’ 

organizational trust. Since, organizational trust is not inherited it can be established through 

appropriate HRM practices (Tan et al. 2009).  

4. The Conceptual Framework 

The conceptual model demonstrates the direct relationships between aspects of HRM 

practices and affective organizational commitment, and organizational trust, the direct 

relationships between organizational trust and affective commitment; and the indirect path 

involves the role of organizational trust as the mediator on the relationship between research 

variables. The direct and indirect paths discuss in the following hypotheses. The proposed 

conceptual model is:   

                  

Figure1. The Research Model 
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4.1 Selective Staffing 

The relationship between selective staffing concerned to find the universally and generally 

best conduct of employees’ affective commitment. Empirical studies have found that affective 

commitment can work well synergistically or more than expected result if HR management is 

able to select the right person for the right job at beginning of staffing process (Pfeffer 2010; 

Fathi et al. 2011). Selective staffing is vital component to build the first impression for the 

employees to be more trusted in management and organization. When employees have 

positive feelings that organization practices a good staffing process and management select 

the best candidates for the empty position their degree of trust in organization is demonstrate 

high (Obeidat et al. 2014). Consistent with the above findings from the relevant literature, 

this study proposes the following hypothesis:  

Hypothesis 1: Organizational trust mediates the relationships between staffing and affective 

commitment.  

4.2 Employee Training 

Organizations that extensively train their employees be able to create a reputation for valuing 

and developing employee’s perceptions and skills towards achieving organizational success 

(Joarder et al. 2011). Empirical study by Obeidat et al. (2014) noted that employee training is 

investment instead of cost of an organization. The more employees are trained, their work 

quality improve, and feels career settled which facilitated to enhance affective committed 

toward organization. To improve the organizational productivity and profitability employee 

training is important. Employee training and trust in organization is positively related and 

significant. Meyer & Smith (2000) suggested that the influence of training, and affective 

commitment was largely mediated by organizational trust. Therefore, the following 

hypothesis is suggested: 

Hypothesis 2: Organizational trust strengthens the relationships between employee training 

and affective commitment. 

4.3 Rewards and Compensation 

Inequity exists when employee feels the ratio of their outcomes to inputs and the ratio of 

other’s outcomes to other’s inputs are unequal. Herein, inputs represent individual’s time, 

effort, knowledge, and experience that he or she gives to the organization as an employee. On 

the other hand, outputs refer to the benefits that employees received from their employers 

such as wages, salary, compensation and rewards. Indeed, inequity in workplace is a source 

of employee job dissatisfaction. Pfeffer (2010) have found positive and significant correlation 

between equitable reward system and employee affective commitment. A trust climate creates 

an atmosphere where, management expects to gain high employee performance as they 

rewarded accordingly. Thus, equitable rewards and compensation is positively and 

significantly related with organizational trust. Empirically, Tzafrir (2005) recorded partial 

meditating effect on the relationship between the variables. Thus, the propose hypothesis is: 

Hypothesis 3: Organizational trust mediates the relationship between rewards and 
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compensation and affective organizational commitment. 

4.4 Job Security 

Job security can decrease employee turnover intention, and increase employee’s emotional 

attachment, strong sense of belongingness to spend their career with the organization (Samuel 

et al. 2009). Several researchers emphasize the significance of employee job security. For 

example, Pfeffer (2010) considered employment security as one of the best practices. The 

higher the level of job security among employees’ they would be more committed to their 

work. Most of the time, the major problems arise by the fear for job loss. When management 

can ensure secured employees career, job position, and future that means they can achieve 

employees trust in organization. Additionally, Wong et al. (2002) noted trust in organization 

explain significant correlations, and mediates the relationships between job security and 

affective commitment. Consequently, this study suggests the following hypothesis: 

Hypothesis 4: Organizational trust strengthens the relationship between job security and 

affective organizational commitment. 

4.5 Performance Appraisal 

Efficient measure of individual performance is one of the major tasks of HRM. Theoretical 

and empirical literature provides strong evidence on the relationship between performance 

appraisal and affective commitment. Snell et al. (2011) reported that performance 

management is an integrated process of HR planning, monitoring, developing, rating and 

rewarding system to accomplish organizational outcomes. Employees who are affectively 

committed toward organization tend to perform better than those who are not. Likewise, 

employees who are committed to organizational goals are likely to work harder and more 

consistent with organizational expectations than those who are not. Indeed, high levels of 

employee’s performance appraisal are the result of high levels of affective commitment. 

Employees trust in organization is directly related to their performance appraisal. If 

management gives enough attention, honor and addresses employee performance then the 

trust level of employees become high and they feel important, increase job involvement, and 

self-motivate to achieve their organizational goals. Beside on social exchange theory, Tan et 

al. (2009) reported trust in organization significantly and fully mediates the relationships 

between trust in co-worker and affective commitment. Neves et al. (2009) found trust in 

supervisor fully mediates the relationships between affective commitment and employee 

performance. Hence, the proposed hypothesis is: 

Hypothesis 5: Organizational trust mediates the relationship between performance appraisal 

and affective organizational commitment. 

4.6 Participation in Decision Making 

Based on social exchange relationship employees’ have rights to participate in decision 

making and problem-solving procedure in an organization (Wilkinson et al. 2010). These 

rights help to strengthen employee and management relationship. Employee who feels 

obligations or responsibilities towards organization are more committed and close to 
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accomplishes organizational objectives. In addition, employees’ participation in decision 

making helps to increase their work motivation and willingness to job involvement. 

Participation in decision making can satisfy needs of human growth self-actualization and job 

satisfaction which influence employee’s affective commitment. Empirical studies by Han et 

al. (2010) have shown positive correlations between participation in decision making and 

affective commitment and suggested for more empirical research. Since, trust is a key 

instrument of management to coordination and control employees. Management supposes to 

be trust employees and allow them to participate in organizational decision-making process. 

In fact, managers take risks when they increase employees’ power in decision making. 

However, the philosophy behind this practice is to make sense for the employees that they are 

not just a commodity but very essential resource to improve and enhance employees trust in 

organization (Obeidat et al. 2014). Thus, this study is proposed: 

Hypothesis 6: Organizational trust mediates the relationship between participation in 

decision making and affective organizational commitment. 

4.7 Communication and Information Sharing 

Organizational success depends on skilled communication systems. It’s management 

responsibility to be honest and supportive to practices two-way communication systems (Lee 

et al. 2010) as well as informed the rules, regulations, standard and organizational results to 

the employees which also provide the openness of managerial practices (Conway et al. 2008). 

Empirical studies by Liu et al. (2007) have proven that communication and information 

sharing has direct positive correlations with affective commitment. Additionally, fair 

communication and information sharing influence to enhance trust, building employee 

self-worth and perceptions toward organizations. This implies that information sharing should 

promote and increase perceptions of fairness on the nature of decisions and the processes by 

which decisions are made. Albrecht et al. (2003) reported trust partially mediates the 

relationships between communication and commitment. Literature confirms that 

communication and information sharing strongly relates with trust in management (Tzafrir et 

al. 2004). Consistent with this literature, this study proposes the following hypothesis: 

Hypothesis 7: Organizational trust mediates the relationship between communication and 

information sharing and affective commitment.  

4.8 Organizational Trust and Affective Organizational Commitment 

Trust plays a complex role in organization. It has been referred to as the emotional glue that 

binds the management and organizations to their employees (Williams et al. 2005). However, 

organizational trust is not a permanent fixture. It can be lost through one careless mistake by 

management (Cook et al. 2006).  Moreover, organizational trust and affective organizational 

commitment are essential for organizational short-term success & long-term efficacy (Hunt et 

al. 2009). The success or failure of any organization is directly and positively related to the 

level of existence of organizational trust within it; as well as the extent to which it is 

appropriately handled by the daily managerial practices (Huff et al. 2003). Organizational 

trust facilitates the effects of other determinants on desired outcomes i e., employee 
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commitment, satisfaction, and high performance. Likewise, Morgan et al. (2010) support this 

statement and added that organizational trust influence employees’ decision, and intention to 

stay organization which leads to develop affective commitment. Empirically, researchers’ e g. 

Tzafrir (2004), Joarder et al. (2011), and Mayer et al. (2005), reported that trust lead to the 

higher level of affective commitment and the relationships between the variables is 

statistically significant. In the light of above discussions, it seems to be logical to expect the 

relationship between trust and affective commitment to be as follows: 

Hypothesis 8: Employee organizational trust will be significantly and positively related to 

affective organizational commitment. 

5. Research Methodology 

The purpose of a research design is to ensure the evidence obtained is enables to answer the 

research questions as unambiguously as possible (David 2004). To achieve the research 

objectives this study adopts a positivist paradigm and a cross-sectional research design. 

Moreover, this design has been employed to discover the degrees to which variables relate to 

each other or testing the study hypotheses (Bryman 2007). Furthermore, cross sectional 

research design was used more effectively to interpret the causal process of a phenomenon as 

well as to understand the correlation and the mediating role of the research variables 

(Bauman et al. 2002).    

5.1 Population 

The population of the study is officers, executives, and top-level managers of bank 

employees in Bangladesh. The purpose of the study settings is the growth rate of banks in 

Bangladesh helps to develop the total economy (Bangladesh Bank Report 2012). Thus, 

managing these organizations would be very challenging and significance in near future 

(Absar et al. 2011). 

5.2 Data Collection 

The data for this study were obtained through the distribution of a self-administered 

structured questionnaire to bank employees. In the data collection period researcher took 

helps from personal contacts and requested to help in terms of collect the fill up 

questionnaires and send it back to the researcher. About 676 questionnaires were received out 

of them only 499 questionnaires were usable for further analyses. The survey questionnaire 

consists of a cover letter. Essentially, section A of the questionnaire measure aspects of HRM 

practices; section B consists of organizational trust; section C consists to measure affective 

commitment. 

5.3 Measuring Instrument  

The measures of the study were adopted from the literature on HRM practices, and 

organizational behaviour. All statements the respondents were requested to rate their level of 

agreement with the statements using 7-point scales (7 = strongly agree and 1 = strongly 

disagree). Out of seven HRM practices, the measures for selective staffing 7 items, training 8 

items, performance appraisal 9 items, and rewards and compensation 7 items are adopted 
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from Snell and Dean’s (1992) with some minor modifications. The rest i. e., job security, 

participation in decision making, and communication and information sharing 5, 4, 6 items 

are adopted from Boselie et al. (2001) respectively. Affective organizational commitment 8 

items are adopted from Meyer and Allen’s (1991). While, 12 items of organizational trust 

adopted from Ferres et al. (2003).  

5.4 Test of Reliability 

Statistically the concept of reliability refers to the degree of accuracy of the estimate of the 

true score in a population of objects to be measured. A good estimate of reliability coefficient 

is important as it provides a useful index of the extent to which results of the instrument can 

be trusted in basic research. Reliability is often measured by the Cronbach’s Coefficient 

Alpha (Nunnally 1978) which is a test of the consistency of respondents to all the sample 

items in a measure. The study used Cronbach Coefficient Alpha to assess the reliability of a 

measurement scale with multi-scale items.   

The Cronbach’s alpha coefficient of selective staffing (SS), employee training (ET), rewards 

and compensation (RC), job security (JS), performance appraisal (PA), participation in 

decision making (PDM), communication and information sharing (CIS) were 0.81, 0.88, 0.90, 

0.80, 0.88, 0.87, and 0.82 respectively. While the coefficient for the mediating variable 

organizational trust (OT) was 0.90, the score for the dependent variable affective 

organizational commitment (AOC) was 0.86. Given the scores for all variables exceed the 

cut-off value of 0.70; the high reliability coefficient indicates high internal consistency 

among its statements (Nunnally, 1978). It can be concluded that the measures for all the 

variables were reliable. Two major methods were used in order to determine the presence of 

multicollinearity among independent variables of the study. These methodologies involved to 

measure of both a Tolerance test (SS: 0.84, ET: 0.96, RC: 0.93, JS: 0.84, PA: 0.91, PDM: 0.86, 

and CIS: 0.73) and Variance Inflation Factor (VIF) is (SS: 1.18, ET: 1.03, RC: 1.06, JS: 1.18, 

PA: 1.09, PDM: 1.15, and CIS: 1.36). On the existence of Multicollinearity, the Pearson’s 

Correlations Tolerance test of Variance Inflation Factor (VIF) registered for all the variables 

are less than 10. Hair (2010) suggests that for VIF score less than 10; no multicollinearity 

exists in the data set. The study result shows VIF range from 1.034 to 1.363, as it is well 

below 10 confirms there were no any auto correlations problem in the independent variables 

and no muticollinearity indicate at the data set. 

5.5 Test for Construct Validity: Content, Concurrent and Convergent Validity 

Data validity refers to the extent to which a scale or set of measures accurately represents the 

concept of interest or observation (Hair et al. 2010). This study performed several validity 

tests i e. content validity, face validity, concurrent validity, and convergent validity. The 

content validity as an integrated evaluative judgment of the degree to which an empirical 

evidence and theoretical rationales support the adequacy and the appropriateness of 

inferences and actions based on test scores (Samuel et al. 1998). This concept determination 

is subjective and judgmental (Nunnally 1978).  

The study questionnaire is constructed based on extensive literature review and opinions of 
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scholars in the HRM and organizational behavior studies. Thus, it complies the content and 

face validity. According to Charles (1969) a concurrent and convergent validity test refers to 

the concepts and measurements that are supposed to be related. Convergent validity is 

employed as evidence of correlations between the key variables and their theoretical and 

empirical relationships (Tabachnick et al. 2007). By testing the research hypotheses, the 

convergent validity is ensured. Essentially, the results of the reliability analyses ensure the 

concurrent validity of the research.   

Table 1. Result of Total Variance Explained of Factors 

According to Field (2005) reliability and validity of exploratory research design depends on 

reliability of factor loadings and sample size. Generally, over 300 cases are probably 

adequate but communalities and eigenvalues after extraction should probably be above 0.5. 

Table 1 demonstrated seven factors loaded from the data set Factor 1: PA (16.41%), Factor 2: 

RC (9.70%), Factor 3: ET (8.93%), Factor 4: SS (7.55%), followed by Factor: 5, 6, 7 are CIS 

(5.57%), PDM (4.8%) and JS (4.16%) respectively. 57.25% variance is explained of total 

variance which presents high coefficient correlation and convergent validity among the 

research variables. The eigenvalues of seven HRM practices are statistically significant the 

cut-off value which is more than 0.5. 

6. Results 

6.1 Data Analysis 

Multivariate data analysis should be suitable as data is collected on more than one variable, 

and these variables are correlated with each other. By employing multivariate statistical 

techniques, these variables and their statistical dependence is taken into consideration (Hair et 

al. 2010). The Statistical Package for the Social Sciences (SPSS) is employed for data 

cleaning, screening and data analysis. It enables to identify and deal with missing data. 

According to Tabachnick et al. (2007) dealing with 5% or less random pattern missing value 

will work from a large data set.  

The moderator variable determines the time of taking effect and explains the mechanism and 

reasons behind the effect. The study employed Baron and Kenny’s (1986) model to measure 

the mediator relationships. According to the model, a variable can be classified as a mediator 

Factor 

Initial Eigenvalues 
Extraction Sums of Squared 

Loadings 

Rotation Sums of Squared 

Loadings 

Total 
% of 

Variance 

Cumulative 

% 
Total 

% of 

Variance 

Cumulative 

% 
Total 

% of 

Variance 

Cumulative  

% 

1 7.552 16.418 16.418 7.071 15.371 15.371 4.250 9.240 9.240 

2 4.462 9.700 26.118 4.012 8.721 24.092 4.101 8.915 18.155 

3 4.111 8.937 35.054 3.644 7.921 32.013 4.055 8.816 26.971 

4 3.474 7.552 42.606 3.033 6.594 38.607 2.853 6.201 33.172 

5 2.564 5.574 48.180 2.077 4.514 43.122 2.755 5.990 39.162 

6 2.253 4.897 53.077 1.785 3.880 47.001 2.609 5.671 44.833 

7 1.917 4.168 57.246 1.408 3.060 50.061 2.340 5.087 49.921 
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under following conditions: (a) there exists a significant relationship between IV and 

mediator; (b) there exists a significant relationship between DV and mediator; and (C) there 

exists a significant relationship between the IV and DV. If any one of the above conditions 

not fulfilled, then there exists no mediating effect. Therefore, the variable is not considered as 

a mediating variable. 

As noted earlier, in this study aspects of HRM practices, affective commitment, and 

organizational trust are IV, DV and Mediating variables respectively. Hence, the mediator 

formula is:  

 1. Equation: IV + DV → C 

 2. Equation: IV + Me(DV) → a 

 3. Equation: Me(IV) + DV → b 

 4. Equation: Me + individual IV (IV) + DV → c’ 

Table 2. Mediating Results of OT on the aspects of HRM practices and AOC 

IV DV Equation B SE B Beta t 
Value 

Sig R² 

1. SS AOC C 0.303 0.045 0.289 6.737 0.000 0.084 
2. SS OT A 0.363 0.041 0.373 8.959 0.000 0.139 
3. OT AOC B 0.445 0.044 0.415 10.166 0.000 0.172 
4. SS AOC c’ 0.163 0.045 0.156 3.595 0.000 0.193 
  OT   0.383 0.047 0.357 8.205 0.000  

1. ET AOC C 0.119 0.043 0.122 2.742 0.006 0.015 
2. ET OT A 0.067 0.041 0.073 1.638 0.102 0.005 
3. OT AOC B 0.445 0.044 0.415 10.166 0.000 0.172 
4. ET AOC c’ 0.090 0.040 0.092 2.262 0.024 0.181 
  OT   0.438 0.044 0.408 10.015 0.000  

1. RC AOC C 0.115 0.040 0.128 2.881 0.004 0.016 
2. RC OT A 0.143 0.037 0.171 3.859 0.000 0.029 
3. OT AOC B 0.445 0.044 0.415 10.166 0.000 0.172 
4. RC AOC c’ 0.053 0.037 0.059 1.429 0.154 0.176 
  OT   0.434 0.044 0.405 9.784 0.000  

1. JS AOC C 0.250 0.040 0.272 6.301 0.000 0.074 
2. JS OT A 0.278 0.036 0.325 7.664 0.000 0.106 
3. OT AOC B 0.445 0.044 0.415 10.166 0.000 0.172 
4. JS AOC c’ 0.141 0.039 0.153 3.595 0.000 0.193 
  OT   0.392 0.046 0.365 8.560 0.000  

1. PA AOC C 0.487 0.037 0.507 13.109 0.000 0.257 
2. PA OT A 0.234 0.039 0.262 6.048 0.000 0.069 
3. OT AOC B 0.445 0.044 0.415 10.166 0.000 0.172 
4. PA AOC c’ 0.410 0.036 0.428 11.333 0.000 0.342 
  OT   0.325 0.040 0.303 8.031 0.000  

1. PDM AOC C 0.198 0.034 0.250 5.754 0.000 0.062 
2. PDM OT A 0.255 0.031 0.345 8.204 0.000 0.119 
3. OT AOC B 0.445 0.044 0.415 10.166 0.000 0.172 
4. PDM AOC c’ 0.096 0.034 0.121 2.802 0.005 0.185 
  OT   0.400 0.046 0.373 8.638 0.000  

1. CIS AOC C 0.402 0.041 0.403 9.826 0.000 0.163 
2. CIS OT A 0.505 0.035 0.543 14.422 0.000 0.295 
3. OT AOC B 0.445 0.044 0.415 10.166 0.000 0.172 
4. CIS AOC c’ 0.252 0.047 0.252 5.335 0.000 0.217 
  OT   0.298 0.051 0.278 5.871 0.000  
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Table 2 shows the mediating effects of OT on the relationship between SS and AOC. SS is 

significantly related to AOC (equation C: ß = 0.303, p < 0.000). While equation ‘a’ tells us SS 

as IV significantly influence OT, (ß = 0.363, p < 0.000); based on equation ‘b’ OT as IV 

significantly influence on AOC as DV (ß = 0.445, p < 0.000). Finally, based on equation c’, 

SS and OT as IVs significantly influence AOC as DV. According to Newson (2005) if all the 

regression relationships are significant from equation 1 to 3 (C, a, b) and there is a decrease 

in the ß value in equation 4 compared to equation 1 (when IV i e., SS is controlled over 

another IV i e., OT value is ß = 0.163); the findings suggest an existence of a partial 

mediation.  

The mediating effect of OT on the relationship between ET and AOC is presented in Table 2. 

Based on equation ‘C’ the ß is 0.119; whereas, in equation ‘a’ ß value is 0.067, p > 0.05 

insignificant relationship between ET as IV and OT as DV. Although equation ‘b’ and 

equation c’ is showing significant, according to Baron and Kenny (1986), if one or more of 

these equation relationships are not significant, researchers usually conclude that the 

mediation is not possible. The results show steps 1 to 3 are not significant, therefore, the 

findings suggest for no mediation of OT on the relationships between ET and AOC. 

In the Table 2 denotes the mediating effects of OT on the relationships of RC and AOC. 

Three equations i e., in equation ‘C’ (ß value is 0.115), equation ‘a’ and ‘b’ (ß is 0.143 and 

0.445 accordingly) indicate significant relationships. However, for equation c’ the 

relationships are insignificant (ß = 0.053, p > 0.05). According to Newson (2005), if there are 

significant relationships from steps 1 to 3, but in step 4 is not significant the findings suggests 

for full mediation.  Hence, the results demonstrate the full mediation effect of OT on the 

relationship between RC and AOC. 

From the Table 2 illustrates the effects of OT as mediating variable on the relationship 

between JS and AOC. Based on equation ‘C’, JS is shown to be significantly related to AOC 

(equation C: ß = 0.250, p < 0.000). In equation ‘a’ JS as IV significantly influence OT as the 

DV (ß = 0.278, p < 0.000). While in equation ‘b’ OT as IV significantly influence AOC as 

DV (ß = 0.445, p < 0.000), in equation c’, JS and OT as IVs significantly influence AOC. 

Given that all the regression relationships are significant in equations C, a, b; and there is a 

decrease in the ß value in equation 1 as opposed to equation 4 (IV i e., JS is controlled over 

another IV i e., OT value is ß = 0.141); the findings, hence suggest an existence of a partial 

mediation.    

The mediating outcome of OT on the relationship between PA and AOC is demonstrated in 

Table 2. Based on equation ‘C’, PA is shown to be significantly related to AOC (equation C: ß 

= 0.487, p < 0.000). While in equation ‘a’, PA as IV significantly influence OT as DV (ß = 

0.234, p < 0.000), in equation ‘b’ OT as IV significantly influence AOC as DV (ß = 0.445, p 

< 0.000). Finally, in equation c’ PA and OT as IVs are significantly related to AOC as DV. As 

noted earlier, if all the regression relationships are significant from equation 1 to 3 (C, a, b) 

and there is a decrease in the ß value in equation 1 as compared to equation 4 (if IV i e., PA is 

controlled over another IV i e., OT value is ß = 0.410); the finding suggests for a partial 

mediation (Wong et al. 2002).    
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Table 2 also presents the results of the mediating test of OT on the relationships between 

PDM and AOC.  In the equation ‘C’, the IV PDM is significantly related to AOC (equation 

C: ß = 0.198, p < 0.000). In equation ‘a’ PDM as IV is recorded as significantly related to OT 

as DV (ß = 0.255, p < 0.000), while based on equation ‘b’, OT as IV significantly influence 

AOC as DV (ß = 0.445, p < 0.000). In equation c’, PDM and OT as IVs significantly 

influence AOC as DV. Since, all the regression relationships are significant from equation 1 

to 3 (C, a, b) and the ß value in equation 1 is lower than in equation 4 (IV i e., PDM is 

controlled over another IV i e., OT value is ß = 0.096); the results confirm the partial 

mediation relationships between the variables (Albrecht et al. 2003).  

Additionally, Table 2 confirms the effects of OT as mediating variable on the relationship 

between CIS and AOC. Based on equation ‘C’ (equation C: ß = 0.402, p < 0.000), CIS is 

significantly related to AOC; and in equation ‘a’, CIS as IV also significantly influence OT as 

DV (ß = 0.505, p < 0.000). While in equation ‘b’ OT as IV significantly influence AOC as 

DV (ß = 0.445, p < 0.000). In equation c’, CIS and OT as IVs significantly influence AOC as 

DV (ß = 0.298, p < 0.000); and there is a decrease in the ß value in equation 1 as compared to 

equation 4 (ß = 0.252). Thus, the results suggest for a partial mediation between the variables 

(Suradi et al. (2009). 

Furthermore, the table 2 presented the result of relationship between OT and AOC, in 

equation ‘b’ (ß = 0.445, p < 0.000), and t value is 10.16 which is statistically significance at 

99% confidence level. 

7. Discussion 

7.1 Selective Staffing 

Trust presents the confidence level of one individual employee has in another employee or 

entity to act in a fair, ethical, and expected manner. It signifies an exchange relationship 

underlying the act, belief, and confidence at the employment relationships. The finding 

suggests staffing partial mediates on the relationship between trust and affective commitment. 

It refers selecting the best and talented employee is the core to establish employees’ faith 

believes and trust at the very beginning of their work life. Hence, staffing constitutes an 

important part of social exchange relationships in organization which characterize the 

essential components of affective commitment and trust. Whereas, Neves et al. (2009) had 

hypothesized that trust is full mediate the relationship between selective staffing and 

commitment.  

7.2 Employee Training 

The study finding suggests that employee training statistically significant relate to affective 

commitment and insignificant with organizational trust. Therefore, the study result confirms 

no meditation effect of training on the relationships between the dependent and mediating 

variable respectively. The respondents of the study feel that HR management are failed to 

build employee trust by their training system. They believe organization is not effective and 

efficient to designed training program appropriately. Moreover, they demonstrate that 

management take training as a cost instead of investment. Furthermore, miss match between 
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training program and the selective person are the causes behind to decrease their trust. 

Empirically, Suradi et al. (2009) found similar result when they test the mediating effect of 

training on the relationship of service quality and employee satisfaction. 

7.3 Rewards and Compensation 

Rewards and compensation fully mediates on the relationship between trust and affective 

commitment. The result illustrates that employee reward and compensation individually 

statistically significant on affective commitment and organizational trust. However, when 

organizational trust measures as a controlled or mediating role on the respective variables 

then it found significant with affective commitment but not with trust. Indeed, the 

respondents realized that their reward and compensation packages are not sufficient if they 

compare with other banks. In addition, the salary, incentives, and bonus may not that much 

standard to match with their needs and demands. As a result, they show low affective 

commitment and insignificance organizational trust. Joarder et al. (2012) had found the 

results of partial mediation effects testing the relationship on trust in supervisor, reward and 

compensation, and affective commitment. 

7.4 Job Security 

Employee perceptions on affective commitment oriented work system effect on trust and job 

security (Boselie, et al. 2001). The high level of job security can reduce employee turnover 

intention and enhance job involvement with high level of affective commitment and trust. 

Theoretically, organizational trust partially mediates on the relationship between job security 

and affective commitment. The present results consistent with the previous studies by Witte 

et al. (2003) and Tzafrir (2004) reported partial mediation effect of trust on the relationship 

between job security and affective commitment. Whereas, Joarder et al. (2012) noted 

employee turnover intention full mediates on the relationship between job security and 

affective commitment. 

7.5 Performance Appraisal  

Commitment-performance relationship may still be an important component of 

organizational dynamics. The concept of a performance culture is influence to improve the 

contribution of individuals to the overall success of organization. The higher affective 

commitment is a predictor of the employees’ superior performance and strengthens toward 

employees’ trust (Gong et al. 2009). While, Neves et al. (2009) reported that trust as a full 

mediation effects on staffing toward performance appraisal and affective commitment. 

However, the mediation result of the present research is reported that trust partially mediates 

on the relationship between performance appraisal and affective commitment. 

7.6 Participation in Decision Making 

The study hypothesized that trust partially mediates on participation in decision making and 

affective commitment. The result of the study shows similar with the theoretical concepts. 

Thus, the findings accepted the research hypothesis. Theoretically, the most important 

concept of social exchange theory is the reciprocate exchange relationship between employee 
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and management, which is ensure by the employee participation in decision making process. 

The thoughts of HR managers at that moment focused on promoting employee participation 

in decision making process. Indeed, they believed that by giving employee opportunity to be 

more engaged in decision making their sense of belongingness, job involvement, and job 

satisfaction will be leading to lower turnover (Han 2010). However, the current results could 

not be verified with the existing result due to unavailability of empirical evidence on the 

relationship between the research variables. 

7.7 Communication and Information Sharing 

From the social exchange point of view, the study hypothesizes trust partially mediates on 

communication and information sharing, and affective commitment. The research findings 

accepted the hypothesis. Trust appears to be essential intangible resources in organization 

which bond management and employee relationships to enhance affective commitment 

through convenient communication and information sharing system. The extent to which 

organizations are demonstrate to employees that they are cared for, valued, and properly 

informed of organizational information. All these facilitate a stronger perception of trust and 

affective commitment. Tazfrir et al (2004) noted trust as full mediation on communication 

and procedural justices. Whereas, Chiang et al. (2011) founded trust no mediates on 

information sharing and employee commitment. 

7.8 Organizational Trust and Affective Organizational Commitment 

Organizational trust and affective commitment is one of the significance areas that HR 

management needs to be more concerned. Since, highly committed employees have a high 

degree of psychological involvement toward their jobs, which makes them work hard to 

accomplish organizational interests (Mueller 2008). The result also confirms this concept. 

Trust is statistically significant and directly positive toward affective commitment. Thus, the 

hypothesis is accepted. The respondents perceived positive feelings on the variables. They 

believe that organizations’ problem is their own problem management shows their integrity to 

communicate and take actions, they can trust their management and coworkers, as a whole 

they feel emotionally attached a part of family and a strong sense of belongingness to their 

organization. The empirical evidence from previous studies by Tzafrir (2004) and Joarder et 

al. (2011) have found the significant coefficient correlation between the variables. 

8. Limitations and Future Directions 

Likewise, several empirical studies, this study is not without of its limitations. Eventually, 

these limitations require to further discussions. Firstly, the study settings concentrate on 

banks officers and executives at Bangladesh in developing country concern. Thus, the future 

study may be eligible to conduct in same study settings or public and private sector in 

different geographical area. Secondly, the study is focused on mandatory HRM practices. 

However, the future study settings may demand for some other variables as independent i e. 

performance management, service quality enhancement, employee retention, and HRIS. The 

dimensions of commitment may be investigated like attitudinal, behavioral, normative, and 

multidimensional approach for further research directions. Finally, the study employed the 



 International Journal of Human Resource Studies 

ISSN 2162-3058 

2018, Vol. 8, No. 1 

http://ijhrs.macrothink.org 53 

mediating variable and was not extended to investigate the effect of moderating on the direct 

relationships. In behavioral science, there are some other potential constructs such as 

job-related attitudes, managerial role, organizational culture, and job stress those may be 

employ as mediator/moderator as the new study area of future research. Nevertheless, the 

study identifies needs for empirical studies on HRM practices and organizational behavior 

encompasses longitudinal studies instead of cross-sectional data analysis. 

9. Implications 

9.1 Implications for Research 

The findings of the research demonstrate mixed results, which contribute theoretically to 

enhance the knowledge of existing literature on HRM and organizational behavior. In the 

study, social exchange was defined as the norm of reciprocity relationships which assume that 

human by nature seeks for reward, they are rational beings, and they have certain standards to 

evaluate costs and rewards which vary over time and person. The findings of the study 

empirically support this theory. Particularly, the mediating variable confirms that employees’ 

positive perceptions toward HRM practices i e. staffing, job security, performance appraisal, 

participation in decision making, and communication and information sharing leads to 

increase in employee affective commitment. This occurs by the influence or mediating effect 

of organizational trust and positive opinions of employee regarding the HR practices with the 

feelings that management has fulfil their responsibility on behalf of the organization. 

Therefore, in return employees reciprocate behavior motivate them to increase their trust and 

affective commitment to accomplish organizational success. 

9.2 Implications for Practitioners 

Generally, the findings provide the potential implications for corporate leaders, policy makers, 

and management practitioners. The study reveals five significance indicators of HRM 

practices i e. staffing, job security, performance appraisal, participation in decision making, 

and communication and information sharing are influenced by employees’ trust and direct to 

enhance affective commitment. The findings also be able to identify that reward and 

compensation are not worth to them to enhance their affiliation toward job. While, the 

respondent assumed they are depriving to get reward and compensation compares to others 

banks although they are doing the same profession. Therefore, the study suggests 

management supposed to be more concern on their reward and compensation packages. In 

fact, the monitory benefits directly influence employees’ perceptions to highly attach with the 

organization. Trust, motivational power, performance and affiliation toward jobs seem to 

increase by the factor of reward and compensation systems. Moreover, training system is not 

adequate to fulfil their job requirements. As a result, they regret that employee training fails 

to develop organizational trust and affective commitment as well. The study also suggests 

that regarding training, management have to find out the real needs of training, matching 

between training programs and trainee. Moreover, a close monitoring system is necessary to 

monitor overall organizational training system. They can pursue employee training as 

employee development. Above all, the research findings also aid to enhancing advance skills 

and knowledge of organizations and professionals’ groups by addressing the real scenario of 
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present HRM practices. If HR management is agreed with employees’ perceptions, then they 

have to more focus on what will be future action plan and initiatives that supposed to be 

practices. 

10. Conclusion 

The main objective of this study was to determine the mediating role of organizational trust 

on the relationships between comprise of HRM practices and affective organizational 

commitment. The empirical findings confirm staffing, job security, performance appraisal, 

participation in decision making, and communication and information sharing statistically 

significant on affective commitment and trust refers to partially mediation. On the other hand, 

training shows statistically non-significant on the relationship between trust and affective 

commitment means no mediates. 

However, this research was able to point out a new concept that statistically rewards and 

compensation is significant to trust but non-significant on affective commitment. It suggests 

for full mediation. Equitable rewards and compensation failed to influence employee 

affective commitment. Yet, it is positive to organizational trust. As a consequence of social 

exchange theory human beings are rational, they have certain standards to evaluate cost, labor, 

and time. Therefore, when employee feels management deprive them in terms of reward and 

compensation, although other factors are remaining same yet they feel lower and 

dissatisfaction on affective commitment. 

The study recommends that HR management need to treat employees as essential assets to 

the organization that influence for employees’ best performance as potential source of 

organizational success. Indeed, organizational trust is essential in enhancing the quality of 

work relationships which effect on organizational environment. The knowledge, reliability, 

and experience of the management practices may improve trust and affective feelings, 

emotions, and belongingness. The true sharing of perceptions, feelings of management and 

giving priority to employee in the decision-making process, unbiased measure of 

performance appraisal, and the nature of talent hunt motivate employee high trust and high 

level of affective commitment.  
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