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ABSTRACT

This research aims to explore the moderating effect of HR Managers transformational leadership on the
relationship between human resources management practice and employee organizational commitment. A
total of 3,185 samples were surveyed of the top six out of 11 financial control groups in Middle East. Results
indicate that, aside from performance management, the remainder of the variables, including education
and training, salary and remuneration, benefits, career development, and communication, have significant
positive effects on employee organizational commitment. A HR Manager transformational leadership, on the
other hand, yielded no significant effect on employee organizational commitment. However, HR Manager’s
transformational leadership has significant positive moderating effect to the influence of performance
management, salary and remuneration on employee organizational commitment, and significant negative
moderating effect to the influence of communication on employee organizational commitment.

Keywords: Human resource management practices, HR Managers transformational leadership,
organizational commitment, moderating effect

Human resource management practices affect an organization’s performance. From the past empirical
studies of strategic human resource management, we found that the firm-level human resource management
practice is effective in improving organizational performance [5], [19], [20], [27], [42], [43], [63], [64],
[26], furthermore, pinpointed the links between firm-level human resource management practices and
corporate performance. He proposed that human resource management practices at the firm level affect
employee’s attitude, improve personal performance, and eventually enhance the company’s overall
performance. [5] human resource management practices were divided into two types: control and
commitment. The control type, on the one hand, emphasizes efficiency, low labor cost, strict working
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rules, and result-oriented rewards, meaning regulating employee behaviors with rules and policies. The
commitment sort of human resource management practices, on the opposite hand, reinforces modifying
employee behaviors and attitudes through linking personal goals with the organizational goals. Under such
system, employees are willing to trust the organization and thus, have high organizational commitment
[9]. Therefore, this research aims to further explore the effect of human resource management practices
on the worker organizational commitment. A company’s management practice affects the employees’
commitment to the organization.

The HR Manager’s leadership stands as a part of this management practice. When a HR Manager has
transformational leadership, he improves team competitiveness for the organization and is capable of
conveying the organization’s vision and goals to the employees and of making the workers identify
themselves with the organization, get entangled within the organization’s operations, and have high
commitment to the organization. This inclination stands as the reason why many empirical studies have
also found that transformational leadership style has significant positive effect on employee organizational
commitment [28], [31], [35], [38], [39].

However, it is not necessarily true that firm-level human resource management practice yields an
equivalent effect on all organizations. Empirical studies found that different organizational cultures [13],
organizational climate [31], [38], [47], and organizational strategies [13], [19] [36], [40], [47], [65] have
different effects on organizational performance. And at the individual level, [18] found that employees
at different stages of career development have various cognitions and attitudes towards the different
human resource management practices. Other factors, like employee comprehension of the organization’s
strategies, can also affect the organizational performance. A HR manager with strong transformational
leadership style conveys the organization’s goals and strategies to the employees [8]. Simultaneously,
for the employees, since the human resource management practice is done based on organizational
strategies, the practice would be closer to the organization’s goals. This contributes to the development
of organizational commitment. Therefore, if a HR manager has a strong transformational leadership
style, he will be able to strengthen the effect of the human resource management practice (perceived by
employees) on organizational commitment.

The three variables explored in this research, human resource management practice, HR Manager’s
transformational leadership style, and employee organizational commitment, are of three different levels:
the firm level, group level, and individual level; therefore, they ought to be studied with cross-level analysis
methods. However, changes of employee attitudes are reflected on the basis of their sensing of facts
rather than facts themselves [54], therefore, the precise understanding of the effects of human resource
management practices or HR Manager’s leadership styles should be built upon the employees’ cognitions.
Furthermore, firm-level human resource management practice effectively upgrades employee cognition
on the overall human resource management practices [14]. From this, we can see that implementation of
the practice in an organization influences individuals’ attitude through employee’s cognition [16], [30],
[23], [24] otherwise, change in the employees’ attitudes is not likely to occur if the employees are unable
to feel the benefits of the practices in their work or goals. For example, within the aspect of firm-level
education and training systems, a number of these systems being considered more advanced could also
be suitable to the workers consistent with the employees’ positions and work styles.

Thus, even within the same organization, employees may have different cognition towards the same
training. Their various attitudes or behaviors are consequently constructed. Many discussions regarding
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the effect of human resource management practices on employees’ attitude also use individual-level
cognition to represent the overall human resource management practices [11], [30], [18], [24], [25], [40],
[48] [50]. Even when the HR manager treats different employees with the same behavior, the employees
respond differently according to their personal considerations. Therefore, using employees’ cognition to
measure the HR manager’s leadership style will be more obvious and direct than measuring it at the group
level. This probability stands because the reason why during this research all three variables explored
during this research are going to be measured at the individual level.

The “universalistic approach” is an orientation of the “best practice”, considering that good or commitment
sort of human resource management helps to realize high organizational performance. “Configurational
approach” considers human resource management as a system and, to realize high organizational
performance, all the practices must be “internal fit”. And “contingent approach” considers that the
workers maximize the organization’s performance when those practices are fitted with the contingent
factors (external fit).

Objectives of Study

1. The first objective of this research is to explore whether employees’ cognitions of the individual
human resource management practice affect employees’ organizational commitment from the
universalistic approach. From the test, we will also verify which practice has the foremost significant
effect on organizational commitment.

2. The second objective of this research is to verify whether employees’ cognitions on the HR
Manager’s transformational leadership reinforce organizational commitment.

3. The third objective of this research is to verify whether HR Managers’ transformational leadership
has moderating effects on the interaction between human resource management practices and the
employees’ organizational commitment.

LITERATURE REVIEW AND HYPOTHESES DEVELOPMENT

Human resource management practices and employees’ organizational commitment

Employees’ organizational commitment reveals the psychological link between them and their organization
[12]. With a high level of commitment, they will have a robust belief within the organization’s goals and
values, wish to optimistically represent the organization, and eventually have intense desire to continue
being members in it [46]. The concept of employees’ organizational commitment in the past studies is a
complex and diversified subject, but it is now considered as a multidimensional work attitude [2], [39].
Employee organizational commitment consists of three dimensions: affective commitment, continuance
commitment, and normative commitment. Affective commitment refers to identification, involvement,
and emotional link to the organization. Continuance commitment signifies the employees’ cognition
of the value involved in leaving the organization: they need to estimate the sacrifices when leaving the
organization and remember of whether they could find another job. And normative commitment refers
to the obligations to the organization as recognized by the workers.
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Organizational commitment is an important employee attitude. It affects personal job performance [33],
[40], [39], [44], [34], [64], and consequently affects the organization’s performance [10], [26], [27],
[42]. However, the relationship between organizational commitment and performance is rather weak
[15]. Some past researches using multidimensional approaches found that affective commitment has
more notable relationship with performance [3], [28], [45], [58], [64], continuance commitment has no
or negative relationship with performance [3], [45], [56], and normative commitment has no relationship
with performance [28]. According to these studies, we can see that affective commitment is the most
reliable for prediction of performance [36], [37].

The past empirical studies indicate that employees’ organizational commitment and satisfaction are
affected by the bundled policies in the human resource management practices [4], [19], [51],[64]. These
policies include internal promotion, formal training system, and result oriented assessment. Employees’
commitment and satisfaction are also influenced by employees’ cognition towards these policies [16],
[23], [40], [39], [64].

In the modern studies on strategic human resource management, human resource management practice
is seen as a system; therefore, the effect of the entire system on organizational commitment is discussed
nowadays, no matter the more conventional model of utility analysis. However, [34] the estimate of
individual human resource management practice should not be abandoned. [57] also supports [34] by
pointing out that the conventional utility analysis still has its practical values if it is properly adjusted.
Thus, it is necessary to debate the effect of every individual human resource management practice.
And the effect of every human resource management practice must undergo the method of employees’
cognitions before it forms positive or negative attitudes of behaviors.

Human resource management practice also affects the results of human resource management
(organizational commitment, quantity, flexibility) [26]. When a corporation has good performance
management, employees are clear about their goals, the results, or feedbacks. When employees regard
the performance assessment as fair, they need trust within the organization, willing to figure hard and
consequently having high organizational commitment. Education and training help to enhance the
employees’ skills and abilities [26]. The more education and training employees receive, the more they
think that the organization is willing to invest in employees. Therefore, the workers perceive that their
organization sees them not because the tools for production but partners to get older together.

Employees identify themselves with the organization and thus have higher organizational commitment.
Meanwhile, when the organization features a personalized reward system, its employees know that they’re
going to be rewarded if they exerting to realize the organizational goals, in order that they agree with
the goals and have higher organizational commitment [26]; [40], [39]. An organization benefit system
represents the organization’s investment in the employees [61]. So, when the investment is enhanced,
employees are willing to face by the organization, improving their organizational commitment. If the
planning of the benefit system allows the workers to settle on freely, such participatory decision-making
model helps the workers to regulate the progress of their work, so the employees have higher job
satisfaction and therefore higher employee commitment [29], [30].

Employees identify themselves with the organization if they can see that their future career development
inside of the organization if the organization is willing to develop the employees and facilitate for
their growth. Especially, internal promotion directly affects the employees’ motives or organizational
commitment [26], [40], [39]. Otherwise, if the employees’ opinions are always unaccepted or ignored
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or the organization has never communicated with the employees in terms of implementation of the
company system, the employees would think that their organization doesn’t value them. They will alienate
themselves from the organization. Therefore, good communication brings organizational commitment.
Implementation of the individual human resource management practice features a certain effect on the
employees’ organizational commitment.

Many past empirical studies have found that individual human resource management practice has direct
correlation with employees’ organizational commitment. In the area of performance management, the
performance management system has significant effect on employees’ organizational commitment [22].
The performance assessment has significantly positive and direct effect on employees’ organizational
commitment [50]. In the aspect of education and training, the relationship between employees’ attitude
towards training and employees’ organizational commitment [7]. He found that the accessibility of
cognitive training, social support on the training, motives, and therefore the benefits of cognitive
training (job related) promote organizational commitment. In the area of salary and bonus, the bonuses
have a significantly positive and direct effect on organizational commitment [50], and the performance
bonuses significantly predict employees’ organizational commitment [49]. In the area of benefits
system, the satisfaction of the benefit system contributes to the prediction of employees’ organizational
commitment [60]. In the aspect of career development, the fairness in promotion could significantly
reveal organizational commitment [49]. The internal labor market has significant and positive effect on
the employees’ organizational commitment [48].

The career development may significantly and positively present the direct effect of the employees’
organizational commitment [50]. In the aspect of communication, the satisfaction with communication
has significant connection with employees’ organizational commitment [21], [53], [41] found that the level
of satisfaction with communication relationship has strong correlation with the employees’ organizational
commitment. Based on the above studies, this research proposed the following hypothesis:

H1: Organizations that have better human resource management practices have higher employee
organizational commitment

Employees’ organizational commitment and the interaction between human
resource management practice and the HR Manager’s transformational leadership

The first to propose the concept of transformational leadership, believing that transformational leadership
is a process. Leaders inspire their followers with a high ideology and moral values. Transformational
leaders must be able to define and convey the organization’s vision, while the follower must be able to
accept the leader’s creditability.

Some amendments to this concept of transformational leadership was made [7]. Generally, the concept of
transformational leadership is divided into four dimensions: charisma or idealized influence, inspirational
motivation, intellectual stimulation, and individualized consideration [33], [34], [35].

Leaders of the charisma or idealized influence style demonstrate the followers’ admiration. Charismatic
leaders exhibit trust and firm stance and attract followers emotionally. Leaders of the inspirational
motivation style set out a vision to attract and inspire people. An inspiring leader sets the highest standards
for the followers appropriately to achieve the goals and provide meaning to their hardworking. The
followers thus feel the sense of achievement in a serial of challenges. Leaders of the intellectual stimulation
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style challenge assumptions, take risks, and inspire the followers. Such leaders stimulate creativity and
encourage followers. A leader of the individualized consideration style listens to and takes care of each
follower’s personal need like a mentor or coach.

Because a transformational leader must convey the organization’s vision to the followers, he/she makes the
employees reach the identification with the organizational vision and then the organization itself, which
will in turn result in input. And these results are manifestations of employees’ organizational commitment.
Empirical studies [28], [31], [35], [40], [39], indeed confirmed that transformational leadership style has
a positive relation with the employees’ organizational commitment.

From the foregoing, we can see that the source of organizational commitment is not limited to human
resource management practices. The perception of transformational leadership can be regarded as
the precursor of organizational commitment. Thus, if transformational leadership is absent in an
organization, employees’ organizational commitment will be reduced because the HR manager is not
able to convey the organizational visions to the employees. The first two assumptions verified the main
effects of organizational commitment. Because the organization’s vision guides the strategies of the
entire organization, and thus, guides the design of human resource management strategies as well as the
practices themselves, when the leaders can clearly convey the vision of the entire organization to the
employees, human resource management practices perceived by the employees is consistent within a HR
Manager’s leadership style. So, a HR Manager’s transformational leadership behavior enhances the effect
of human resource management practices on employees’ organizational commitment. Better performance
management in an organization makes employees know their job goals and expected feedback. A fair
and objective assessment method helps to motivate employees; and once the employees maximize their
potential, they tend to identify themselves with the organization and develop emotional dependence on
the organization.

HR Manager’s transformational leadership can be inspiring, of which the results of performance
management enhance employees’ organizational commitment. Education and training not only improve
skills but also stimulate the potential of employees. When an education and training system is improved,
the employees’ skills are further complicated and made heterogeneous. Similarly, when the employees
have better performance, they will be inclined to think that the organization sees the employees as assets,
rather than liabilities; thus, the employees become more willing to stand by the organization.

If the HR manager can guide his or her subordinates to find their own answers to the problems in the
workplace as a passage of intellectual stimulation, the employees’ problem-solving skills will be reinforced
and in turn they will have consensus with the organization at an even higher level. Therefore, this study
expects that transformational leadership style can enhance the positive relationship between education
and training organizational commitment. If an organization has an advanced reward system, such as the
performance pay system, the employees know that they will be rewarded if they work hard to meet the
organizational goals. If a HR Manager can influence the employees through an ideology, employees’
identification with the organization will be strengthened.

A HR Manager’s transformational leadership style will enhance the effect of the reward system on
organizational commitment. When an organization has a comprehensive and flexible benefit system,
employees are willing to stay in the organization because they think that the organization is willing to
make consideration for their individual needs. They will consequently develop an emotional attachment
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to the organization. If a HR manager makes considerations to the employees’ individual needs, the
employees have more flexibility in their working.

Transformational leadership can enhance the effect of the benefit system on employee organizational
commitment. If an organization has a transparent and objective system of career development, the
employees are aware of their opportunities for development and will be more willing to stay within the
organization. One of the transformational leadership dimensions, inspirational motivation, enhances
the employees’ willingness to remain in the organization, because, when the employees sense that they
have opportunities for self-fulfillment and growth within the organization, they would be more willing to
identify with and develop emotional attachment to the organization. Therefore, transformational leadership
could improve the effect of career development on employee organizational commitment. When an
organization has established more communication channels linking the management to the employees,
information, including employee opinions and organizational goals, will be transferred faster. In such a
case, the employees feel being valued and thus, reach the consensus with the organization.

A transformational leader can define and conveying organizational goals to the employees and such
behavior is seen as an effective communication channel. When the leader in an organization can convey
the organization’s goals to the subordinates, a transformational leader should be able to reinforce the
effect of communication on organizational commitment. Based on the above, this research proposes the
following hypothesis:

H2: The HR Manager’s transformational leadership has a positive moderating effect on the relationship
between human resource management practices and employee organizational commitment. When the
HR manager has high-level of transformational leadership, the human resource management practice
have greater impact on organizational commitment; on the contrary, when the HR manager has lower
level of transformational leadership, the human resource management practices have less impact on the
employees’ organizational commitment.

METHODOLOGY

Data source and sample attributes

The main data used in this study comes from the 2017 employee satisfaction survey of the top six financial
holding companies in the Middel East (there are a total of 11 financial holding companies in the Middle
East). The employees of the top six financial holding companies fill out the entire questionnaire. A total
of 3,617 copies of the questionnaire were sent out and 3,185 valid copies of the questionnaire were
retrieved. The return rate is 88.10%. Data collection is conducted through onsite testing. The research
assistant sent out and collected the questionnaire onsite. All questionnaires were completed anonymously.
On the attributes of the samples, males take up 52.3% and females 47.7%. Age distribution: 26 to 30
years old, 25.3%; 31 to 40 years old, 31.2%; 21 to 25 years old, 16.9%; over the age of 41. 24.3%, and
under the age of 20, 2.3%. Years of service: less than one year, 15.1%; over one year but less than two
years, 18.2%; over two years but less than three years, 22.7%; over three years but less than five years,
26.4%; and over five years, 17.6%. Job categories: full-time employees take up 83.9% and part-time
employees take up 16.1%.
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Variable measurement

Independent variables

The measurement for human resource management practices was developed with references to [32] and
[55]. Human resources management practices are classified into performance management, education
and training, salary bonuses, benefit system, promotion and career development and communication
system. Likert’s five-point scale is used to survey the employees. Performance Management contains
9 questions, including “According to the company rules, the company’s HR manager conducts two
performance evaluations each year in January and before the end of July.” Education and training
contain five questions, including “The Company has a comprehensive education and training system”.
Salary and remuneration contain five questions, including “Compared with other financial companies,
I am satisfied with my salary”. The benefit system contains five questions, including “When working
overtime as requested by the Company, the company pays overtime or gives me a compensatory leave
day according to my choice”. Career development has five questions, including “I am very clear about
all the promotion and transfer opportunities in the company”. Communication system has six questions,
including “I believe the company’s complaint handling system can really help me”. From the effect
of reliability analysis, we found that, excluding the benefit system, questions of other human resource
management practices have internal consistency falling in between 0.82 and 0.91, which are considered
to have high reliability. Performance Management: o = 0.8663; education and training: o = 0.8284;
salary and remuneration: o = 0.910; benefit system: o = 0.8661; career development: o = 0.8742; and
communication system: o = 0.8690.

Moderator variables

The employees measure the transformational leadership based on the HR Manager’s behavior. The scale
is developed with reference to the transformational leadership dimensions used in Multifactor Leadership
Questionnaire (MLQ) proposed by [6]. Six questions were developed. The five-point Likert scale was
used to investigate the extent of agreement to each of the descriptions. Questions include “The Company’s
HR Manager gives the correct target and teaches me the necessary knowledge and skills needed for work
and career development.” The internal consistence of the questions is 0=.9328, which is considered to
have high reliability

Dependent variables

Dependent variables are adjusted with reference to the questions survey on employee organizational
commitment[1]. Five questions are used for measurement, including “I am willing to work hard for and
grow with the company.” Likert’s five-point scale is used to investigate the extent of agreement for the
descriptions of each question. The internal consistence of the questions is o = 0.8758, which is considered
to have high reliability.

Controlled variables

From the pre-factor meta-analysis [44] in a survey on the subject of organizational commitment, we found
that personal characteristics, that is, age, gender, years of service, and level of position, have significant
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effect on employee organizational commitment. somepast researches on organizational commitment
demonstrated differences between full-time and part-time workers[59], but others found no differences
between the two variables. Results of the meta-analysis are found to have differences. Therefore, this
research classifies sex, age, years of service, and job type (full-time and part-time) as the controlled
variables.

Handling interactive variables

To avoid occurrence of collinearity between the multiplication entries of interacting independent variables
and the moderator variables, each interacting variable, including the six human resource management
practices and HR Manager’s transformational leadership, is standardized as a single variable before
multiplying and, after multiplication, the variables are subjected to a regression analysis [17].

Validity analysis

There are eight variables in this study, including six human resource management practices, plus HR
manager’s transformational leadership and employee organizational commitment. To further understand
the fitting between the factors and the questions in the measurement, this study uses Confirmatory Factor
Analysis (CFA) to test the degree of fitting between the variables and measurement items. In this study,
the eight-factor, three-factor, and one-factor models are used to compare the level of fit of the models:

Model 1 is a one-factor model and 46 items in the eight variables are treated as a single factor.

Model 2 is a three-factor model. Since human resource management practices have been considered
as a system in human resources management related researches, this research sees six human resource
management practices as a factor. Together with HR Manager’s transformational leadership and employee
organizational commitment, a total of three factors are subjected under a factor analysis.

Model 3 is the model we wish to validate in this research. Therefore, this research divides human resource
management practices into six variables for study alongside the factors of HR Manager’s transformational
leadership and employee organizational commitment.

The results are shown in Table 1. The eight-factor model is the best factor structure model. Chi-square
value divided by the degrees of freedom is less than 2. In addition, the rest goodness-of-fit indexes are
up to the best possible standard. The reason why the result of the chi-square value divided by the degrees
of freedom is too small may be the effect that the number of samples is too large. Compared with other
models, the eight-factor model is the best factor structure model.

RESULTS

Descriptive statistics and correlation analysis

Table 2 shows the descriptive statistics of all independent variables, moderator variables, the descriptive
statistics of dependent variables, and the relations among the correlation coefficients of all variables. The
correlation of the six human resource management practices and employee organizational commitment falls
in between 0.50 and 0.70, which indicates a significant positive correlation (P < 0.001). The correlation
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of HR Manager’s transformational leadership and employee organizational commitment comes to 0.557,
which also indicates asignificantly positive correlation (P < 0.001). From which, we can see that all
dependent variables have significant positive correlation with the moderator variables and independent
variables. Thus, we will move to the next step - regression analysis.

Table 1: Results of goodness-of-fit from the confirmatory factor analysis

Model ¥ (df) Ay? (Adf) ¥ /df CFI GFI AGFI RMSR
One-factor 243.56(968) 0.285 1.00 0.99 0.99 0.078
Three-factor 217.94(965) 30.14(2) 0.251 1.00 0.99 0.99 0.071
Eight-factor 149.78(937) 89.91(26) 0.168 1.00 1.00 1.00 0.053

Note: N=3183; Ay?> and Adf represent the variances of > and degree of freedom (df) between models. CFI=Comparative Fit Index;
GFI=goodness of fit index; AGFI=adjusted goodness of fit index; RMSR=root mean square residual.

Table 2: Descriptive statistics and correlation coefficient of the independent variables, moderator
variables, and dependent variables

Variables AV S.D 1 2 3 4 5 6 7 8
Performance Management  3.92  0.621  0.8252
Education and Training 3.88  0.651 0.502* 0.8149

Salary and Bonus 337 0.723  0.523* 0.519* 0.8813

Benefits 372 0592 0.512* 0.542* 0.531* 0.8721

Career Development 3.70  0.626 0.573* 0.572* 0.597* 0.613* 0.8537
Communication 3.61 0.672 0.629* 0.562* 0.672* 0.635* 0.629* 0.8473

HR Manager’s T. Leadership 3.85 0.692 0.647* 0.506* 0.512* 0.523* 0.541* 0.519*% 0.9186
Employee Org. commitment 3.84 0.638 0.611* 0.597* 0.578*% 0.602* 0.698* 0.675* 0.557* 0.8675

Note: *P < 0.001. The a value inside of the () at the diagonal position is the value of internal consistency analysis. Sample number falls
in between 3122 and 3183. (A.V: Average Value and S.D: Standard Deviation).

The effect of human resource management practices and HR Manager’s
transformational leadership on employees’ organizational commitment

The hypotheses of this study are mainly verified by the hierarchical multiple regression analysis. From
Table 3, we can see that Model 1 is a regression analysis with input of the controlled variables. Model
1 shows significant effect. F = 14.336 and P < 0.001, which indicates that Model I reach the significant
level. In addition to gender, the controlled variables, including age and job type, yielded significant
positive results (P < 0.01).

Years of service, on the other hand, has a significant negative effect; P < 0.01. Model 2 is added with
seven independent variables, including performance management, education and training, salary and
bonus, benefits, career development, communication, and HR manager’s Transformational Leadership,
as well as the moderator variables, to test the main effect. From the regression analysis, we found that F
value of model 2 is 179.666, which reached the significant level (P < 0.001), and AR2also reached the
significant level (P <0.001).
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Through the regression coefficients of each individual independent variable and the moderator variables,
we found that no significant effect is shown in performance management and the HR Manager’s
transformational leadership, but five of the perceptions on human resource management practices,
including education and training, salary and bonus, benefits, career development, communication, etc.,
have a significant positive effect; P < 0.001. Therefore, most of the hypotheses proposed by this research
are supported by the results.

The moderator effect HR Manager’s transformational leadership

In Table 3, Model 3 shows the results of validation on Hypothesis II. Model 3 has an F value = 148.733,
which reached the significant level (P <0.005) and AR2 also reached the significant level (p <0.005). After
testing the regression coefficient of the cross-multiply items of the individual human resource management
practices and the HR Manager’s transformational leadership, we found that the cross-multiply items of
performance management and HR Manager’s transformational leadership yielded a positive significant
effect (p < 0.05), but the cross-multiply items of communication and the HR Manager’s transformational
leadership has a significant negative effect (P <0.01), and part of the cross-multiply items of salary and
bonus, as well as benefits, have a significant positive correlation with HR manager’s transformational
Leadership (P < 0.10).

Education and training and career development, on the other hand, do not have significant correlation with
the cross-multiply items of HR Manager’s transformational leadership. So, HR Manager’s transformational
leadership regulate the effect of human resource management practices on employee organizational
commitment in positive terms, as proposed in Hypothesis II, which also means that Hypothesis II is
partly supported by the results.

Table 3
Variables Model 1 B Model 2 B Model 3 B
Controlled Variables
Gender -0.015 0.042 0.042+
Age 0.179%** 0.086%** 0.084%%**
Years of Service -0.093** -0.017 -0.008
Job Type 0.145%** 0.017 0.017
Independent variables
Performance Management — 0.042 0.049
Education and Training — 0.261%** 0.262%**
Salary and Bonus — 0.126%** 0.126%**
Benefits — 0.157*** 0.158***
Career Development — 0.182%** 0.183%**
Communication — 0.286*** 0.276***
Moderator variables
HR-M’s transformational leadership — 0.026 0.026
Interactive items
Performance management x HR Manager’s transformational — — 0.078*

leadership
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Education and training x HR Manager’s transformational — — -0.024
leadership

Salary and bonus x HR Manager’s transformational leadership — — 0.065+
Benefits x HR Manager’s transformational leadership — — 0.053+
Career development HR Manager’s transformational leadership — — -0.051
Communication x HR Manager’s transformational leadership ~ — — -0.096**
R2 0.053 0.701 0.728

AR2 0.503%** 0.612%** 0.008*

F 14.336%** 179.666%** 148.733%%%*

Note: B value is a standard regression analysis coefficient. ***P < 0.01; **P <0.01; *P < 0.05; +P < 0.10.

DISCUSSION AND CONCLUSION

Researches on human resources management practices in the past are focused on one single practice or
study on the effect of some practices on employee attitude or performance. However, when more and
more studies confirm the relationship of cause and effect, discussions on the intermediary factors and
moderator factors will be a refined discussion on the formation of the cause-and-effect relationship and
facilitate in-depth understanding of the relationships among the phenomena. From past empirical studies,
we found that human resource management practices affect the attitude of the employees, particularly
organizational commitment. This study added the factor of HR Manager’s transformational leadership
to explore the effect of human resource management practices on employee organizational commitment.
We use the HR Manager’s transformational leadership as the contingency factor to explore whether
there are differences in the degree of effect among the various human resources management practices
as on the variable of employee organizational commitment within the context of the HR Manager’s
transformational leadership.

From the foregoing analysis, we can see that, in Hypothesis I, in addition to performance management,
the other five human resource management practices are supported. Human resource management
practices have significant positive effect on employee organizational commitment. As for Hypothesis 11,
on the one hand, the interactive effect of performance management and the transformational leadership
has a significant positive effect on employee organizational commitment. The interactive effect of
communication and the HR Manager’s transformational leadership, on the other hand, shows a significant
negative effect. The interactive effect of salary and bonus, benefits and the HR Manager’s transformational
leadership, shows significant positive effect partly, and the interactive effect of education and training,
career development, and the HR Manager’s transformational leadership does not have significant effect
on employee organizational commitment. Therefore, Hypothesis II is partly supported.

Results of this empirical study show that education and training, salary and bonus, benefits, career
development, and communication have significant positive effect on employee organizational commitment.
This finding is consistent with those of [21], [48], [50], [53], and [49]. In addition to performance
management, the individual human resources management practice affects the employee’s attitude. The
Study pointed out that the relationship between performance management and employee organizational
commitment [22]. They found that, in fact, not all performance management practices have correlations
to employee organizational commitment. They found, in their research, the difficulties in achieving the
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performance goals, which stressed that none of the factors, including peer competition, emphasis on
short-term goals, the link between effort and performance, and the understanding in development, shows
significant effect. This study measures performance management practice as a variable; therefore, some
measurement questions (that is, the Company’s HR Manager’s provides guidance on how to improve my
job performance during performance evaluation) is consistent to the concept. This caused weakening in
the effect of performance management on employee organizational commitment and insignificant effect
was shown.

Other human resource management practices have positive effect on organizational commitment. When
an organization’s training system is more complete, the more it will allow the employees to learn the
skills needed and use the skills in their work, as well as develop the ability to solve problems, because the
training system enables the employees to grow and have more control of their work and reduce frustration.
The employees therefore become more willing to remain in the organization and develop emotional
attachment. If an organization can provide better salary and bonus, this means that the organization
can provide better economic rewards to the employees, so the employees are more willing to stay in
the organization. If an organization can provide flexibility in the benefit policy, the employees would
feel that they have more autonomy and are more respected, so they are more willing to identify with
the organization. When an organization provides fair opportunities and a transparent promotion system,
the employees’ development can be anticipated and thus they become more willing to identify with
the organization. Effective, moderate, and warm communication allows the employees to fully express
their views and receive satisfactory responses, which yields the same effect as training. Employees feel
respected, so they are more willing to commit to the organization.

The first contribution of this study is that it once again verified the effect of human resources management
practices on employee organizational commitment. In the context of management, if an organization has
good human resource management practices and the employees are aware of the practices, better employee
attitude will be developed. Thus, if an organization wishes to have employees with a positive attitude,
it can be achieved by providing commitment type human resources management practices; especially, a
comprehensive system of education and training, satisfactory salary and bonus, flexible benefits, open and
fair career development opportunities and, effective, moderate, and warm communication are effective
in the improvement employee attitude.

And in the relationship of the moderator variables of the effect of the HR Manager’s transformational
leadership, as an individual human resource management practice, on employee organizational commitment,
we found that the interactive items of performance management and the HR Manager’s transformational
leadership have positive and highly significant effect, and the interactive items of salary and bonus, as
well as benefits, and HR Manager’s transformational leadership have a positive and moderately significant
effect. The interactive items of communication and the HR Manager’s transformational leadership have
a negative and highly significant effect, and no significant correlation is found in the interactive items of
education and training, as well as career development, and HR Manager’s transformational leadership.

HR Manager’s transformational leadership is positively moderating to the performance management,
salary and bonus, and benefits on employee organizational commitment. When HR Manager and his/
her employees work together to make the performance goal, the former is responsible for performance
evaluations. Salary and bonus and benefits, that is, flexible welfare, are similarly HR Manager’s
responsibility. Therefore, when HR Manager’s transformational leadership is higher, it helps to enhance the
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effect of human resource management practices on employee organizational commitment. The moderating
effect of HR Manager’s transformational leadership, education and training, and career development on
employee organizational commitment was not significant. The main reason should be that these systems
are usually set openly by the organization, so even if the HR Manager has high transformational leadership
style, it would still be out of his power to enhance the more personal factors of the employees, such as
education and training and career development.

The greatest contribution of this study is that it achieved further understanding in the moderating effect
of HR Manager’s transformational leadership, as a human resource management practice, on employee
organizational commitment. The results of this study offer the organizations the insight that a HR Manager’s
transformational leadership must be fully manifested, and these leadership behaviors include guidance and
employee training, conveyance of the organization’s strategic goals and vision at the key meetings, and
linking employees’ work goals the organization’s goals. A HR Manager demonstrates transformational
leadership behaviors and the interaction between communication and a HR Manager’s transformational
leadership appears to flow in a negative direction. This also represents that communication and the HR
Manager’s transformational leadership are mutually replaceable. HR manager leadership is also a kind of
communication channel, so when an organization is unable to design an effective communication system;
a HR Manager’s transformational leadership behaviors can be used to replace the formal channels of
communication for proper conveyance of the organization’s goal and vision.

LIMITATIONS OF THE RESEARCH AND RECOMMENDATIONS FOR
FUTURE STUDIES

For the limitations of this study, the independent variables, moderator variables, and the dependent
variables of this research are all done through the employees’ assessment; therefore, problems of the
homologous variation may occur [52]. Significant correlations among the independent variables, moderator
variables, and the dependent variables could be detected because the two share the same source. This is
the first limitation of this study. Even so, the main objective of this study is to verify the existence of the
moderating effects. And the chances for the moderating effects to be affected by the common method
variance (CMV) are relatively low. Therefore, the problem of CMV may be less significant in this study.
However, we still suggest the future studies to incorporate the variables of social expectations as control
factors or use different sources for data collection when designing a research targeting on this issue.

Furthermore, in the study of human resource management practices and organizational performance,
there have been disputes on the issue of whether good human resources management practices result in
good organizational performance, or good organizational performance results in good human resources
management practices [63]. This study validates the viewpoint that good human resources management
practices achieve good organization, but it is also possible that good organization enables good human
resource management practices. This poses the second limitation of this research. Although human
resource management practices and organizational performance may have reciprocal cause-and-effect
relationship, implementation of human resource management practices improves employee attitude. This
cause-and-effect relationship is more determined: there should be human resource management practices
first, which make the employees feel that the company considers for them before their attitude can be
changed. This study collected cross-sectional data, which is less capable of verifying the cause-and-effect
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relationship between human resource management and employee organizational commitment; therefore,
we recommended that future studies collect longitudinal data, which will offer more accurately means
for verification on the cause-and-effect relationship.

This study used variables at the individual level to measure human resource management practices
(organizational level), HR Manager’s leadership style (group level), and employee organizational
commitment (individual level). In the recent studies on organization, cross-level research methods are
advanced research methods. If the cause-and-effect relationship between different levels is analyzed
with cross-level methods, the results will be closer to reality. Therefore, using only variables of the
individual level to measure variables at the organizational and group levels still poses limitation on this
study. Nevertheless, this study emphasizes the importance of perception. In the confrontation with one
universal reality, the factor that truly affects employee’s attitude and behavioral change is the employees’
perception. Therefore, even though this study measured only variables at the individual level, it still
has contributions to the study on organization. We suggest that future researches employ cross-level
approaches for further study on the related issues.

Another limitation of this study emerges in the relatively low increase volume in the R2 value as shown
in Model 3 (0.008). This indicates that after the moderating effect is input into the models, the increase in
the interpretative variance is significant. This result foretells that because only two of the six interactive
variances are found to have significant effect, two other are found to have partly significant effect, and
the rest of the two are found to have no significant effect, AR 2 will be on the low side. And according
to [17] on the subject of statistical analysis methods for handling variance interaction, if variables are
standardized before multiplication and the results are then subjected under analysis for the interaction
of variables, it will under-estimate the presence of the moderating effect. Therefore, although the AR 2
of this study is low, the interactive effect is significant, which indicates that the moderating effect of HR
Manager’s transformational leadership indeed exists.

This research, studying the moderating effect of HR Manager’s transformational leadership, has found
that moderating effect does not exist in the effect of education and training and career development
on employees’ organizational commitment. We suggest that future research may try to find other
contingency factors for the effect of human resource management practices on employee organizational
commitment. This research studied mainly on the HR Manager’s transformational leadership. The
transformational leadership of other departmental managers, however, may also affect the employee
organizational commitment. Therefore, we recommend that future researches should collect data on the
transformational leadership of the department heads for the further exploration of the moderating effect
of transformational leadership on the relationship between human resource management practices and
employees’ organizational commitment.
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