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The organizational commitment of employees plays a vital role in the 
success of any business. In the era of competition, companies are 
struggling to retain the employees committed to the organizations. 
There is a scarcity of research to investigate the factors that influence 
effective organizational commitment in a developing country. The 
researcher conducted a survey to collect data from employees working in 
the banking sector of Pakistan. The present study utilized the 
convenience sampling method to get responses. A total of 300 
questionnaires were distributed, from which 215 responses were 

received, where 15 questionnaires were found partially filled, which were 
discarded for further analysis. The 200 questionnaires proceeded for 
statistical analysis using the partial least square structural equation 
modeling (PLS-SEM) technique. The software of SmartPLS ver 3.0 was 
used to analyze the significance of hypotheses. Current research revealed 
the significant relationship between trust and affective commitment 
mediated through job satisfaction. The present study provides several 
theoretical and practical implications by extending social exchange 
theory and delivering guidelines to banks' human resource departments 
to build trust among employees, and gauging job satisfaction to increase 
affective organizational commitment.  
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1. Introduction 

Economic reforms and intense competition in the business world transform the overall industry 
structure and workforce behaviors within the organizations. Organizations are trying to handle the 
resources efficiently to get a competitive advantage (Ababneh, 2020; Yousef, 2017). The importance of 
the human factor gains momentum and considers a major aspect in an organization's progress 
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(Agarwal & Sajid, 2017; Malik et al., 2017). The effective utilization of human resource capital increases 
the competitive advantage of the firm (Nguyen et al., 2020; Vanhala et al., 2016). Employees serve as 
the leading asset of an organization. Retaining the best employees in an organization is becoming the 

need of time (Farrukh et al., 2020).  
 

Organizational commitment has gathered attention by researchers and management to seek the 
appropriate methods that increase employees' attachment towards organizational effectiveness, 
especially in financial institutes, which serve a vital role in a country's economy (Eliyana & Ma’arif, 
2019; Zeffane & Melhem, 2017). Affective organizational commitment is affected by the employee's 
Presence in an organization, leaving the workforce, the art of doing work, co-worker behavior with 
each other and individuals stress and families and this social behavior (Alkhateri et al., 2018). In 
Pakistan, banks offer different assistance types like controlling the cash flow services, deposits from 
savers, lending to borrowers, financing, and leasing (Khan et al., 2018). 
 

Banks encourage corporate, government organizations by selling and giving protections in the 

essential market, bolster private and open partnerships in fund-raising by putting resources into the 
capital market. In the past, there will be an immense distinction between the administration of 
commercial banks and private banks in Pakistan; however, lately, these distinctions have started to 
evacuate, and now numerous business banks are offering significant types of the assistance of 
commercial banking in Pakistan. 
 

Nowadays, the economic pressure and intense competition force the organization to manipulate 
the employees to retain unrealistic goals (Akgerman & Sönmez, 2020). The job description has become 
very challenging, and critical performance indicators reached a very high level, affecting employees' 
loyalty towards organizational. At the same time, lack of trust also played a vital role in determining 
employee commitment (Aybar & Marşap, 2018). Employees are less willing to share with other colleges 

that are building insecurity among employees.   
 

Job satisfaction is increasing due to unrealistic goals, lack of support from the organization, and 
long working hours, especially in Pakistan's banking sector (Junejo et al., 2020). The banks are not 
following the guideline of the state bank of Pakistan. They are pressuring the employees to sit for long 
hours and mistrust in environment unsporting organizational culture lack of sharing with colleges 
decreasing the trust level of employees that ultimately affects the organization's commitment to bank 
employees (Asrar-ul-Haq & Anjum, 2020). There is a dire need to assess the determinants that are 
affecting the corporate banking sector in Pakistan (Junejo et al., 2020; Safdar & Liu, 2020). Those as 
mentioned above proposed the following research questions: 
 
RQ1:   Does trust positively influence affective organizational commitment? 

RQ2: Does job satisfaction mediate the relationship between trust and affective organizational 
commitment? 

2. Literature Review 
2.1 Trust and Affective Organizational Commitment 

Past studies stated that building trust in an organization helps an institute develop a strong bond 
between employees and their work (Nguyen et al., 2020). When employees are being treated well with 
complete confidence from their managers, they become personally attached to the organization and 
work effectively to make their organization successful (Ur Rehman et al., 2020). Scholars mentioned 
that employees' positive trust towards their organization makes them committed towards the 
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organization.  Further studies clarified that workers, including the manufacturing and service sector, 
respect their supervisors and loyal to the organization based on the relationship between trust and 
affective organizational commitment. The literature stated above proposed the following hypothesis  

H1: Trust positively influences affective organizational commitment. 
 
2.2 Trust and Job Satisfaction 

Trust is a readiness to depend on an exchange partner who has confidence (Sendjaya et al., 
2019). Some researchers stated that trust is the confidence in the reliability and integrity of an 
exchange partner (Meng & Berger, 2019). Trust comprises the integrity of the participant and faith in 
the goodwill of the partner. Further, they had also suggested that truthfulness is the belief that the 
partner stands by his sentence. Previous studies reported that job satisfaction depicts the level of 
pleasure that one feels about his profession (Hasan et al., 2018; Zeffane & Melhem, 2017). It is a strong 
emotional bond to a job that often works as an influential factor. Job performance is directly consistent 
with success because more robust job satisfaction, higher the individual employee performance, and a 
person can stay positive as they can relish both personal and professional life. When workloads and 

stress start to deal with the individual's life, they are left emotionally depressed and agitated. Other 
researchers have studied that job satisfaction remains an essential variable of worker behavior and 
attitudes and a link for cognitive organizational engagement. The above mentioned proposed the 
following hypotheses: 
H2: Trust positively influences job satisfaction. 
 
2.3 Mediating Role of Job Satisfaction  

Job satisfaction reflects the employees' positive behavior towards the institutions and 
commitment towards their organizations (Uzair et al., 2017). Past studies witnessed that highly 
motivated employees are more loyal to their companies (Al-dalahmeh et al., 2018). A strong 
relationship with an organization based on trust ultimately affects the job satisfaction of employees. 

The optimistic and direct effect of the company stems from the foundation of trust. Managers show 
confidence in their employees, positively affect their behavior and outcome activities by gaining trust. 
The increase in employees' trust in an organization leads to improved affective commitment mediated 
through job satisfaction (Jiang et al., 2017). Hence following hypotheses proposed as follows:  
H3: Job satisfaction significantly affects affective organizational commitment.  
H4: Job satisfaction plays a mediating role between trust and affective organizational commitment.  
 
2.4 Social Exchange Theory 

Social exchange theory is one of the most potent conceptual philosophies in organizational 
behavior (Harden et al., 2018). Despite its effectiveness, theoretical uncertainty persists within the 
theory. Social exchange theory has been used extensively by marketing scholars to explain industry-to-
business relationship exchange (Chernyak-Hai & Rabenu, 2018). Despite its shortcomings as an 

illustrative theoretical mechanism, there is no recent literature review that outlines the theory's 
fundamental principles and its theoretical limitations (Cropanzano et al., 2017). Social exchange theory 
is a concept based on the relationship between people creates value-benefit analysis. The present 
study's research framework is based on the social exchange theory, as shown in Figure 1.  
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Figure 1: Theoretical framework 

3. Methodology 
3.1 Data collection  

A survey method was used to collect data from respondents. The closed-ended questionnaire 
was adopted through literature, as shown in Table 1. The population was comprised of employees 
working in the banking sector of Pakistan. Convenience sampling was adopted to gather responses. The 
unit of analysis was individual. A five-point Likert scale was used for the measurement of items. A total 
of 300 questionnaires were distributed among respondents where only 215 received back. The 15 
questionnaires were partially foiled that were discarded for further statistical analysis. The structural 

equation modeling technique was performed on 200 responses.  
 
Table 1: Measurement of items 

 

Variables Items CR AVE 

Trust 11 .87 .91 

Job satisfaction 15 .90 .91 

Affective organizational 
Commitment  

8 .87 .92 

Note: CR =Composite reliability, AVE =Average variance extracted 
 

3.2 Statistical technique and tools 
Partial least squares structural equation modeling (PLS-SEM) technique was used to analyze 

data (Sarstedt et al., 2017). The SmartPLS 3.0 software was used to test the hypotheses statistically. A 
two-stage analysis approach was followed, first measurement model assessment and second stage 
structural model assessment (Hair et al., 2017). The current study applied the bootstrapping procedure 
to determine mediation analysis (Preacher & Hayes, 2004). Normalization of data is not a pre-requisite 
in PLS-SEM (Hair et al., 2013). It relies on bootstrapping for checking the significance of path 
coefficients. 
 
4. Data Analysis and Findings 
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4.1 Respondents Profile 
Respondents' profile represented that almost the same number of males (55.9%) and females 

(43.9%) participated in the study. While in education, it shows most respondents were having a 

Master's degree (69.3%). The age variable depicted that employees who responded to the 
questionnaires were between the 20-30 years bracket (84.7%). The experience variable shows that 
most employees were having experience between 1 to 3 years (40.6%). The employees from the bank of 
Punjab have responded most by 57.4% of the total.  
 
Table 2: Demographic profile of respondents 
 

Demographic variables Frequency Percentage 

Gender   

  Male 113 55.9% 

  Female 87 43.9% 

Education    

  Intermediate 11 5.4% 

  Graduation 46 22.69% 

  Master 140 69.3% 

  PhD 3 1.5% 

Age   

  20-30 years 171 84.7% 

  31-40 years 26 12.9% 

  41years and Above 3 1.5% 

Experience   

  1-3 years 82 40.6% 

  3-5 years 64 31.7% 

  5-10 years 25 12.4% 

  10 years and above 23 15.3% 

Banks   

  Bank of Punjab 116 57.4% 

  Habib Bank limited 23 11.4% 

  Bank Al Habib Limited 23 11.4% 

  Meezan Bank 2 1.0% 

  United Bank limited 2 1.0% 

  Faysal Bank 10 5.0% 

  Submit Bank 19 9.4% 

  Allied Bank 2 1.0% 

  Silk Bank 3 1.5% 

 

4.2 Assessment of Measurement Model 
Assessment of measurement model is the first step while analyzing the data in SmartPLS 

Software (Hair et al., 2014). The outer model/ measurement model indicates how the items are related 
to their constructs, respectively. It helps researchers ensure the validity and reliability of constructs. 
The measurement model uses different measures as composite reliability (CR), average variance 
extracted (AVE), and item loadings to evaluate the indicator reliability, internal consistency, and 
discriminant validity (Hair Jr et al., 2020). The measurement model of the current study shown in 
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Figure 2 using PLS algorithm in Smart PLS 3.0. 
 

 
 
FIGURE 2: THE ASSESSMENT MEASUREMENTS 

4.4 Internal Consistency, Reliability, and Convergent Validity  

The internal consistency of items examined through measurement model represented by 
loadings which should be greater than 0.4 (Hair Jr et al., 2020), as shown in Table 3 of each item of 
three constructs trust, job satisfaction, and affective organizational commitment. The Composite 
reliability depicts the reliability of constructs greater than 0.7 (Hair et al., 2014), as shown in Table 3, 
while the average variance extracted (AVE) reflects the convergent validity, which should be more than 
0.5 (Hair et al., 2017). When there is a problem with AVE, fewer than 0.5 AVE should be discarded. 
AVE's values for all the constructs were more than 0.5 (Trust=0.519, Job satisfaction=0.549, Affective 
organizational commitment=0.531).  

 
Table 3: Indicator Loadings, Internal Consistency Reliability, and Convergent Validity 
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Constructs      Items   Loadings CR AVE 

Affective organizational 

Commitment  

AOC2 0.749 0.887 0.531 

 AOC3 0.701   

 AOC4 0.744   

 AOC5 0.767   

 AOC6 0.591   

 AOC7 0.781   

 AOC8 0.752   

Job Satisfaction JS1 0.767 0.947 0.549 

 JS10 0.705   

 JS11 0.762   

 JS12 0.785   

 JS13 0.755   

 JS14 0.804   

 JS15 0.741   

 JS2 0.833   

 JS3 0.732   

 JS4 0.488   

 JS5 0.750   

 JS6 0.759   

 JS7 0.598   

 JS8 0.749   

 JS9 0.814   

Trust TR1 0.717 0.921 0.519 

 TR10 0.755   

 TR11 0.592   

 TR2 0.538   

 TR3 0.663   

 TR4 0.816   

 TR5 0.705   

 TR6 0.821   

 TR7 0.817   

 TR8 0.648   

 TR9 0.788   

Note: CR =Composite reliability, AVE =Average variance extracted 

 
4.5 Discriminant Validity 

The discriminant validity of constructs in the present study was measured through the cross-
loading method (Hair et al., 2013), as shown in Table 4. The values in Table 4 indicate that all three 
constructs, trust, job satisfaction, and affective organizational commitment, are discriminant valid.   
Table 4: Cross-loadings Method 
 

 AOC JS Trust 

AOC2 0.749 0.662 0.630 
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AOC3 0.701 0.586 0.651 

AOC4 0.744 0.619 0.624 

AOC5 0.767 0.584 0.594 

AOC6 0.591 0.406 0.434 

AOC7 0.781 0.689 0.615 

AOC8 0.752 0.593 0.484 

JS1 0.676 0.767 0.602 

JS10 0.573 0.705 0.620 

JS11 0.577 0.762 0.650 

JS12 0.633 0.785 0.667 

JS13 0.704 0.755 0.525 

JS14 0.697 0.804 0.615 

JS15 0.559 0.741 0.638 

JS2 0.706 0.833 0.639 

JS3 0.560 0.732 0.681 

JS4 0.272 0.488 0.481 

JS5 0.657 0.750 0.658 

JS6 0.622 0.759 0.705 

JS7 0.521 0.598 0.468 

JS8 0.599 0.749 0.663 

JS9 0.664 0.814 0.722 

TR1 0.546 0.613 0.717 

TR10 0.613 0.619 0.755 

TR11 0.408 0.409 0.592 

TR2 0.258 0.418 0.538 

TR3 0.621 0.522 0.663 

TR4 0.635 0.722 0.816 

TR5 0.599 0.562 0.705 

TR6 0.644 0.722 0.821 

TR7 0.706 0.725 0.817 

TR8 0.546 0.562 0.648 

TR9 0.618 0.688 0.788 

Note: AOC=Affective organizational commitment, TR=Trust, JS=Job Satisfaction 
 
4.6 Structural Model Assessment 

After measuring the construct's reliability and validity through the measurement model, the 

following procedure is bootstrapping through Smart PLS (Hair et al., 2017). The inner model, also 

known as the structural model, indicates the significance of relationships between constructs. The 
structural model is present in Figure 3.  
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FIGURE 3: STRUCTURAL MODEL  
 
4.7 Direct hypotheses testing results 

To evaluate the direct relationships, the structural model inner model assessment was used. 
Path coefficient and t-values were assessed to evaluate the structural model. P-value less than 0.05 
indicated the acceptance of the proposed hypothesis (Hair Jr et al., 2020). Table 5 represents the 
general structural model assessment results of direct effects hypotheses, and all three hypotheses H1, 
H2 and H3 were supported. 
 
Table 5: Direct Hypotheses testing 

 

 Std Beta Std Error T-Value P-Value 

H3: JS -> AOC 0.822 0.029 28.771 0.000 

H2: TR-> JS 0.844 0.027 31.490 0.000 

H1: TR -> AOC 0.683 0.040 17.141 0.000 

Note: AOC=Affective organizational commitment, TR=Trust, JS=Job Satisfaction 
 
 
4.8 Mediation Analysis 
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Mediation analysis in the current study has been performed through the bootstrapping method 
(Preacher & Hayes, 2008). There is one indirect path from trust and affective organizational 
commitment mediated through job satisfaction. Results in Table 6 show that mediation is supported 

and the path between faith and affective organizational commitment mediated through job satisfaction  
 
Table 6: Mediating Hypothesis testing 
 

 Std Beta Std Error T-vale P-value 

H4: TR -> JS -> AOC 0.693 0.040 17.141 0.000 

Note: AOC=Affective organizational commitment, TR=Trust, JS=Job Satisfaction 
 
5. Discussion and conclusion 

The present research provides significant insights to examine the mediating role of job 
satisfaction between trust and affective organizational commitment. The four hypotheses were 

developed to meet the objectives of the study through literature. The statistical results reveal all three 
direct hypotheses were supported, and one indirect hypothesis of mediation was also supported.  The 
first direct hypothesis was to analyze the influence of trust on affective organizational commitment. P-
value less than 0.05 in Table 5 shows that trust has a significant positive influence on affective 
organizational commitment, supported by past studies (Nguyen et al., 2020). The second hypothesis 
was generated to analyze the effect of trust on job satisfaction, and values in Table 4 represent that 
trust has a significant positive influence on Job satisfaction. Hypothesis 3 was proposed to examine the 
effect of job satisfaction on affective organizational commitment. The numbers in Table 4 revealed that 
job satisfaction has a significant positive influence on affective organizational commitment. Hypothesis 
4 was the indirect hypothesis to analyze the mediating impact of job satisfaction between the 
relationship of trust and affective organizational commitment. The statistical results in Table 5 show 
that the hypothesis was supported, and job satisfaction has a significant positive mediating effect 

between trust and affective organizational commitment supported by past literature (Saleem et al., 
2020). The researchers also witnessed the same in their studies that highly motivated employees are 

more committed towards their organizations. The manager should arrange sessions with employees to 
win their trust and then improve their job satisfaction by discussing the issues with employees and 
resolving the matter by enhancing their satisfaction level that enhances their commitment towards the 
organization. The organizations have committed employees who remain more sustainable and get a 
competitive advantage. The present study provides numerous theoretical and practical implications by 
extending the social exchange theory incorporating the mediating role of job satisfaction between trust 
and affective organizational commitment. The researcher delivers practical guidelines to banks' 
administration to develop policies for committed employees by building trust and improving employees' 
job satisfaction. 

 
6. Limitations and Future predictions 

The present study only uses a quantitative method for data collection in future qualitative 
methods like interviews for in-depth findings. The current research considers the study population's 
banking sector, while another manufacturing sector can be included in further studies for more 
generalized results. The data collected from Pakistan representing developing countries' perspective in 
future comparison studies may be conducted, including a western country, to analyze the factors that 
affect the organizational commitment. 
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