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This study examines employees’ or-
ganizational trust and their proce-
dural justice perceptions as key an-
tecedents of their levels of affective
commitment and organizational cyni-
cism when mediated by their rela-
tional contract with their organiza-
tion. Through relevant literature re-
view, the study hypotheses are pos-
tulated and linked by a conceptual
latent variable model (LVM) which
is tested using data collected from
451 managerial executives working
in India and Indians by origin. They
were then subjected to various sta-
tistical techniques per structural
equation modeling procedures. All
the study hypotheses were found ac-
ceptable as was one of the LVMs la-
beled, LVMS5. Subsequently, the
theoretical and practical implications
of the findings were discussed.
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Introductioin

A recurring challenge faced by
contemporary managers is to elicit
effective employee attitudes that
shall serve as intrinsic motivators for
superior performance. While job se-
curity, career advancement, and sys-
tematic pay increments can serve as
decisive signals to attract talented
human resources, it may not be
enough to instill in them a sense of
obligation, attachment, and an inher-
ent drive to make regular contribu-
tions to organizational values and pro-
ductivity (Fadli & Hongbing, 2020).
Accordingly, the objective of the
present study was to confirm
whether employees’ organizational
trust (OT) along with their proce-
dural justice perceptions (PJPs) can
serve as explanatory constructs to
enhance their affective commitment
(AC) and reduce organizational cyni-
cism (OCy) when mediated by their
relational contract (RC) with the or-
ganization.
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OT, PJPs, & RC

As per extant literature, OT may be
conceptualized as a bilateral bond be-
tween co-professionals who are mutually
reliant and who act for the other’s wel-
fare (Le & Lei, 2018). During this pe-
riod, both parties are relatively vulnerable
because both believe that the other shall
fulfill their relational expectations and are
satisfied when their honest mistakes are
forgiven (Surya et al., 2021). From a cred-
ibility perspective, when employees detect
honest attempts of their organization con-
cerning openness in communication, ex-
planations about decisions taken, and
timely and accurate work inputs, their lev-
els of OT are instantly augmented
(Ambrose et al., 2007). Furthermore, OT
is an important component of human re-
source (HR) management especially when
managers intend to achieve organization-
wide implementation of policies and ini-
tiatives (Matthysen & Harris, 2018).
Besides, OT fosters a positive psychologi-
cal climate for employees and this, in turn,
evokes from them affirmative attitudes in
terms of high levels of commitment, en-
gagement, and involvement and low lev-
els of cynicism, doubt, and deviance
(Nguyen & Ermasova, 2018).

From an organization-employee ex-
change perspective, the extent to which
the organization is trustworthy depends
on the employees’ perceptions of the
organization’s actions and their concomi-
tant degree of justice and fair play (Amin,
etal., 2020). Thus, along with OT, per-
ceptions about organizational justice in
general and procedural justice in particu-
lar, are central concepts that employees

may consider while evaluating their socio-
economic contractual relationship with
their organization (Vantilborgh et al.,
2014). Employees appraise their rela-
tionship with their organization not only
on whether the latter fulfills obligations
towards any one individual but also on
whether these obligations are met regu-
larly and consistently for all (Epitropaki,
2013; Rodwell & Gulyas, 2015).

Perceptions about organizational
justice in general and procedural
justice in particular, are central
concepts that employees may con-

sider while evaluating their socio-
economic contractual relationship.

Based on the review of the literature
above, the following study hypotheses
may be posited.

H1. Employees’ organizational trust will
be significantly and positively linked
to their relational contract with their
organization.

H2. Employees’ procedural justice per-
ceptions shall be significantly and
positively connected to their relational
contract with their organization.

An additional hypothesis that
emerges from the above discussion is as
follows:

H3. Employees’ organizational trust and
their procedural justice perceptions
will interact significantly and be posi-
tively related to their relational con-
tract with their organization.
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RC, AC & OCy: In organizations,
work has to be systematized as per orga-
nizational objectives as well as employees’
capabilities and inclinations (Cassimir et al.,
2014; Salehzadeh et al., 2014). However,
a well-designed work structure keeping
person-job and person-ability fit in mind may
not be enough to obtain the desired levels
of employee effectiveness if they do not
sense a strong relational bond with their
organization to be affectively committed to
and lack any intention of divergence from
their organization’s goals and objectives
(Sinha & Israel, 2018).

Based on the aforementioned discus-
sion, the following hypotheses are pos-
tulated:

H4. Employees’ relational contracts will
have a significantly positive corre-
spondence with their organization-
ally-directed affective commitment.

H5. Employees’ relational contracts will
have a significantly negative associa-
tion with their levels of organizational
cynicism.

Furthermore, all the study hypotheses
submitted for investigation so far indicate
the scope for examining relational con-
tract as a mediator variable. Thus, an
additional study hypothesis is presented
as follows:

H6. Employees’ relational contract
with their organization will significantly
mediate the relationship between their
organizational trust, procedural justice
perceptions, and their interaction as the
primary antecedents of affective com-
mitment and organizational cynicism as
the final consequences.

Overall, all the study hypotheses are
put together as a conceptual LVM in Fig.
I below.

Fig. I The Proposed Latent Variable Model (LVM) and the Hypothesized Links Between the
Study Constructs
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Method Sample & Procedures

Data for the present study were col-
lected in successive phases. First, the
National Business Directory was used to
randomly select 40 organizations all over
India. Thereafter, the HR departments
of these organizations were contacted to
gain permission for data collection. 12
out of the 40 organizations allowed their
employees to participate in the survey
process. Of these 12 organizations,
seven were from the manufacturing sec-
tor and were involved in business activi-
ties connected to mining, heavy engineer-
ing, cement production, laboratory equip-
ment manufacturing, soft drink bottling,
brewery, and tin plating. The remaining
five organizations belonged to the ser-
vices sector and were involved in bank-
ing, general insurance, marketing
consultancy, information technology-en-
abled services, and hotels and hospitality
services. Subsequently, a list of partici-
pants who voluntarily agreed to respond
to the study survey was prepared for
each organization. Based on this list,
about 800 questionnaires were circulated.
451 completed and usable questionnaires
could be finally collected which were
then put through the data analyses pro-
cedures as detailed below. Thus, the re-
sponse rate for this study was 56.38 per-
cent. In this connection, 46 percent of
the respondents belonged to the manu-
facturing and the remaining 54 percent
belonged to the services sector organi-
zations.

For the present sample, the average
age of the respondents was about 38
years and their average work experience

was about 13 years. All respondents
were full-time, tenured, and permanent
employees of their respective organiza-
tions. Also, 67 percent of the respon-
dents were males while the remaining 33
percent were females. Based on their
designation and job position, respondents
were categorized as senior, middle, and
junior managers with 19 percent belong-
ing to the senior, 57 percent to the middle,
and 24 percent to the junior level, respec-
tively.

Measures

All the five study variables have been
measured on a five-point scale from 1 =
strongly disagree to 5 = strongly agree.
Also, the reliability indices as expressed
by the Cronbach’s alpha for all the mea-
sures were above the acceptable value
ranging from .76 to .90 and are reported
in Table L.

OT was measured by the seven-item
scale developed and reported by
Robinson (1996). A sample item of this
scale was ‘In general, I believe my
management’s motives and intentions are
good’. Three out of the seven items had
to be reverse scored. An example of
such an item was ‘I am not sure I fully
trust my management’.

PJPs of employees concerning their
current employing organization was mea-
sured by the scale of the formal proce-
dure developed by Niehoff and Moorman
(1993) consisting of six items. Example
items of the measure were ‘My manager
makes sure that all employee concerns
are heard before job decisions are made’.
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Table 1 Descriptive Statistics, Inter-correlations, and Alpha Reliability Indices

Mean S.D. 1 2 3 4 5
1. OT 3.16 .69 (.81)

2. PIPs 3.07 72 62 (.83)

3.RC 3.78 82 2w 0% (.90)

4.AC 3.52 62 . 60%* 7% 82w (.76)

5. 0Cy 3.14 77 - 78% - 73% - 72k - 87 (.89)

Note. n =451; SD, Standard Deviation. *p < .05, **p <.01. Alpha reliabilities are reported in pa-
rentheses on the diagonal; short-forms are as mentioned in the text.

RC. Nine items of the psychological
contract scale developed and reported by
Raja et al. (2004) were used to measure
the relational aspect of the psychologi-
cal contract. An example of the items
of this measure was ‘To me, working for
this organization is like being a member
of a family’.

AC. To measure affective commit-
ment, the eight-item scale developed and
reported by Meyer and Allen (1997) was
utilized. A sample item was ‘I would be
very happy to spend the rest of my ca-
reer with this organization’. Four out of
the eight items were reverse scored. An
example of such an item was ‘I do not
feel a strong sense of belongingness to
my organization’.

OCly. Five items of the organizational
cynicism scale developed and reported
by Dean et al. (1998) were used to mea-
sure organizational cynicism. An ex-
ample of the items used was ‘This orga-
nization expects one thing of its employ-
ees but rewards another’. Two items
were reverse-scored and one of them
was ‘When my organization says it’s
going to do something, [ know that it will
really happen’.

Control Variables. In all analyses
that follow, respondents’ age, work ex-
perience, sex, managerial position, and
the sector to which their organization
belonged were treated as control vari-
ables. While the respondents’ sex (1 =
male, 2 = female) and sector to which
their organization belonged (1 = manu-
facturing, 2 = services) were categorized
as dichotomous variables, their manage-
rial position had three categories (1 =
senior, 2 = middle, and 3 = junior). Age
and work experience of the respondents
were treated as ratio variables and were
calculated by rounding them off to the
nearest year.

Confirmatory Factor Analysis

A single-latent factor approach
was also considered to inspect the
presence of latent variable common
method bias (CMB) (Podsakoff et al.,
2003). For this study, a common la-
tent variable model (CLVM) associ-
ated with the manifest variables of the
five study constructs namely, OT,
PJPs, RC, AC, and OCy was tested
against the conceptual LVM proposed
earlier (Fig. I) to check for the differ-
ences in model fit. The comparative-
fit-index (CFI) and the incremental-fit-
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index (IFI) of the proposed model were
.97 and .97, respectively whereas, the
same indices were .73 and .73, re-
spectively for the CLVM. As such,
the CLVM could not be accepted and
this eliminated the risk of CMB in the
proposed LVM.

Descriptive Statistics,
Intercorrelations & Internal
Reliabilities

Table I presents the mean, standard
deviations, inter-correlations, and inter-
nal reliability indices of the key study
variables. Expectedly, OT and PJPs cor-
related positively and significantly with
RC (r = .12, p £.01; r = .10, p < .01,
respectively). Further, RC correlated
significantly and positively with AC
(r = .82, p £ .01) and negatively with
OCy (r=-.72, p £.01). Further, the in-
ternal reliability indices for the measures
of all the study variables as expressed
by Cronbach’s alpha estimates were be-
tween .76 and .90.

OT, PJPs, RC & Moderator
Analysis

In this section, the main and interac-
tion effects of OT and PJPs on RC have
been examined. For this purpose, three
competing LVMs were cross-examined
with the data being subjected to struc-
tural equation modeling (SEM) proce-
dures with maximum likelihood estimates
using AMOS 18.0 (Arbuckle & Wothke,
1999). To meet the objectives of this
study, three absolute fit indices and four
comparative fit indices were examined.
The absolute fit indices comprised the

normed y?, the goodness-of-fit index
(GFI), and the root-mean-square-error-
of-approximation (RMSEA). The com-
parative fit consisted of the comparative-
fit-index (CFI), the incremental-fit-index
(IFT), the normed-fit-index (NFI), and the
relative-fit-index (RFI). As per litera-
ture, the suggested cutoffs for RMSEA
d” .06, 1.00 < normed #*< 3.00, and for
all the fit indices that is, GFI, CFI, IFI,
NFI, and RFI > .90 (Byrne, 2009). Fol-
lowing these suggested cutoff points a
model could be accepted for further
analyses only when it met these minimum
acceptable threshold values.

As described, three competing mod-
els were tested, and these were labeled
as LVM1, LVM2, and LVM3. LVM2 and
LVM3 incorporated one distinct latent
exogenous variable labeled as ‘Trust_Just’
representing the interaction between OT
and PJPs. The indicators of ‘Trust Just’
were the products of the indicators of OT
and PJPs which were first centred by sub-
tracting the value of each indicator from
the overall mean of the respective latent
variable. Of these three models, LVM3
represented quasi-moderation between
OT and PJPs in their association with RC.
All LVMs were analyzed through path
analysis and SEM procedures and so, both
interval estimates in terms of standard-
ized regression estimates, as well as point
estimates in terms of the absolute and
comparative fit indices, were studied in
choosing the most empirically robust
model to carry out further analyses.

For both LVM1 as well as LVM3,
RC regressed positively and significantly
on OT (standardized S = .39, p < .01,
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LVMI; standardized g = .08, p < .01,
LVM3) and PJPs (standardized S = .28,
p <.01, LVMI; standardized = .08, p
<.05,LVM3). As aresult, the first two
study hypotheses namely, H1 and H2
were accepted. When RC was re-
gressed on ‘Trust Just’ that is, the inter-
action between OT and PJPs, the stan-
dardized estimates were not significant
(standardized = .13, NS) for LVM2 but
significant for LVM3 (standardized f =
.38, p<.01). This led to the acceptance
of H3 exclusively for LVM3.

When looking into the absolute and
comparative fit indices of the three LVMs,
only those related to LVM3 were found
to not only be above the recommended

Table 2 Regression Analyses Results of LVM3

threshold levels but also had the best fit.
For LVM3, the absolute fit indices that are,
the normed »* was 2.16, GFI was .97,
RMSEA was .04, and the comparative fit
indices that are, CFI and IFI were both
.98, NFI was .96, and RFI was .95. Since,
LVM3 represented quasi-moderation be-
tween OT and PJPs in their linkage with
RC, H3 of the present study was also ac-
cepted. Consequently, LVM3 was cho-
sen over LVM1 and LVM2 as the model
that could be carried forward for further
analyses. The standardized regression
estimates of the accepted model that is,
LVM3 are presented in Table 2 and the
fit measures comparing the three LVMs
are presented in Table 3.

Values (—) Unstandardized coefficients C.R.T Remarks
Paths({) b Standard error  Standardized estimates

OT - RC .10 .04 .08 2.82 HI accepted
PJPs — RC 17 .07 .08 2.14 H2 accepted
Trust_Just > RC .59 .07 .38 9.82 H3 accepted

Note. n=451; 'C.R. is ‘Critical Ratios’, a recommended basis for testing the statistical significance
of SEM components. C.R.2£1.96 indicates significance at the 95% level and C.R. e>+ 2.58 indi-
cates significance at the 99% level; short-forms are as mentioned in the text..

Table 3 Analysis of Moderator

Values (—) Fit indices

Models(¥) Absolute fit indices Comparative fit indices
Normed * GFI RMSEA CFI IFI NFI RFI

LVMI1 (no moderation) 4.15 .89 .06 .86 .86 .86 .82

LVM2 (full moderation) 4.23 .87 .06 .83 .83 .84 .82

LVM3 (guasi-moderation) 2.16 .97 .04 .98 98 .96 95

Note. Minimum acceptable values are as mentioned in the text.

RC, AC, OCy & Mediator Analysis

LVM3 from the previous analyses
was further extended for analyses to three

new LVMs namely, LVM4, LVMS5, and
LVM6 which were competing LVMs and
represented path models with the absence
of mediation, with full mediation, and with
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quasi-mediation respectively by RC be-
tween OT, PJPs, and ‘Trust Just’ as the
primary exogenous and AC and OCy as
the final endogenous latent variables.

For LVMS5 and LVM6 which consid-
ered mediation by RC, AC (standardized
p=.12,p<.01, LVMS5; standardized =
.05, p <.01, LVM6) regressed positively
and OCy (standardized f=-.24,p < .01,
LVMS; standardized f = -.04, p < .05,
LVMO6) regressed negatively and signifi-
cantly on RC. As such, H4 and H5 of
the present study were accepted.

When examining the absolute and
comparative fit indices of the three

Table 4 Regression Analyses Results of LVMS5

LVMs, those related to LVMS5 were
found to not only be above the recom-
mended threshold levels but also had the
best fit. For LVMS5, the absolute fit indi-
ces specifically, the normed »? was 2.88,
GFI was .97, RMSEA was .03, and the
comparative fit indices namely, CFI and
IFI were both .97, NFI was .95, and RFI
was .96.

The standardized regression esti-
mates of the accepted model that is,
LVMS5 is presented in Table 4 and the
fit measures comparing the three
LVMs in this section namely, LVM4,
LVMS, and LVM6 are presented in
Table 5.

Values (—) Unstandardized coefficients C.R.F Remarks
Paths({) b Standard error  Standardized estimates

RC - AC .14 .04 12 2.69 H4 accepted
RC — OCy =27 .02 -.24 -2.81 HS5 accepted

Note. n=451; 'C.R. is ‘Critical Ratios’, a recommended basis for testing the statistical significance
of SEM components. C.R .eS+ 1.96 indicates significance at the 95% level and C.R .>+ 2.58 indi-
cates significance at the 99% level; short-forms are as mentioned in the text.

Table 5 Analysis of Mediation

Values (—) Fitindices

Models({) Absolute fit indices Comparative fit indices
Normed 2 GFI RMSEA CFI IFI NFI RFI

LVM4 (no mediation) 8.6 7 .09 .76 .76 7 .73

LVMS (full mediation) 2.88 .97 .03 .97 97 .95 .96

LVMG6 (quasi-mediation) 3.37 91 .06 .92 92 .93 .90

Note. Minimum acceptable values are as mentioned in the text.

Additional mediation analyses as per
the procedures suggested by MacKinnon
et al. (1995) were also conducted. With
RC as a mediator, two conditions were
checked which were (i) whether the di-

rect path from the primary antecedents
to the final consequent variables was
greater than the indirect path through the
designated mediator variable and (ii)
whether the direct path remained signifi-
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cant under conditions of mediation. Out
of these two, only the second condition
was fulfiled and as such, RC was con-
sidered as a full-mediator in the proposed
LVM, and H6 of the present study was
accepted.

Finally, although the application of
SEM procedures established RC as a full-
mediator and precluded problems of cor-
related measuremet errors, it was decided

Table 6 Additional Analysis of Mediation

to conduct the Sobel’s (1982), the Aorian’s
(1944), and the Goodman’s (1960) tests
as per the z-prime method (MacKinnon
etal., 2002) to discount the possibilities of
Type-I error while exploring the strength
of mediation. Additionally, the ratios of
the indirect effects on the total effects of
all the mediated paths were computed and
expressed as percentages and labeled as
‘percentage of mediation’. These results
are presented in Table 6.

Values (—) Path analyses Additional mediation Percentage Results of
Paths (1) tests of media-  the addi-
tion tional
mediation
analyses
Whether Whether Sobel’s Aorian’s Goodman’s
regression regression test test test
estimate of  estimate of
(direct path)  (path under
eS (path mediated
undermediated condition)
condition)? is significant?
OT->RC—HAC NO YES 1.92%* 1.86%* 1.99%* 7.93 Relational
OT—>RC—-0OCy -2.46%* -2 45%* -2.47%* 2.15 contract
PJPs—>RC—AC 1.89%* 1.83** 1.95%* 6.95 isa full-
PJPs—>RC—OCy -2.39%* 2 38%* -2.40%* 8.38  mediator
Trust_Just>RC—AC 2.82*%  2.84% 2.80* 12.57
Trust_Just->RC—OCy S7.15%% 7. 14%* -7.16%* 39.44

Note. n =451; *p < .01; **p < .05; short-forms are as mentioned in text.

Theoretical Implications

The present study posited OT as a
key antecedent of employees’ attitudinal
reactions in terms of their levels of AC
and OCy. From a theoretical perspec-
tive, this expressed a social exchange
process whereby, organizations through
their policies and practices were able to
complement employees’ levels of OT
through a commensurate enhancement

of their AC and diminution of their orga-
nizationally directed pessimism and cyni-
cism. This implies social exchange and
affective events theory as precursors and
eventuality, respectively. Moreover, the
role of PJPs as a quasi-moderator in the
relationship between employees’ OT and
RC denotes a theoretical interaction be-
tween the social exchange, fairness heu-
ristics, and the relative deprivation theo-
ries. Employees’ OT is a reciprocation
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of their long-term opinion about their
organization’s trustworthiness. For this,
they may utilize fairness heuristics such
as equity of organizational practices and/
or uniformity of applications of organi-
zational policies. This would be more so
when, as suggested by the affect infu-
sion model, such organizational actions
are personally relevant. From arelative
deprivation theory perspective, employ-
ees’ OT is augmented and their RC be-
comes more firm when they observe pro-
cedural isonomy.

The acceptance of LVMS with RC
as a full-mediator denotes the theoreti-
cal role played by it as a transmitter of
the social exchange mechanisms and
reciprocity norms therein between an
organization and its employees. In this
connection, employees deploy their rela-
tional contract as an instrument of judg-
ing the intentions of their organization and
if found favorable, they demonstrate high
levels of AC and low levels of OCy.

Practical Implications

The results of this study have some
practical implications for corporate man-
agers. First, managers need to involve
employees not only in executing but also
in planning organizational policies and
strategies. This can be achieved through
the promulgation of an open culture
marked by clear, consistent, and trans-

‘ Managers need to involve employ-
ees not only in executing but also

in planning organizational policies
and strategies.

parent communication system. Such a
system can be established through prac-
tices such as sharing information on an
organization-wide basis via face-to-face,
target-specific interactions. When em-
ployees realize their involvement in or-
ganizational processes especially, at the
decision-making junctures, they shall be
more engaged not only with their job but
also with the organization they serve.
This, in turn, shall amplify their OT per-
ceptions and PJPs, strengthening their
RC, and as exhibited in LVMS5, finally
culminating in heightened AC and weak-
ened OCy, if any. While overall, thisisa
very practical and doable proposition for
small and medium-sized organizations,
the practices suggested above can be
carried out departmentally or unit-wise
in larger organizations.

Another practical implication of this
study may be that managers should be
consistent for their own attitudes and
behaviors habitually adhering to organi-
zational policies, rules, standards, norms,
and customs. Furthermore, they should
be empathic towards employees’ job-re-
source concerns and should make timely
provisions for wherewithal that may be
lacking. Apart from clarifying the ob-
jectives and deliverables of employees’
jobs, managers should display apposite
prosocial behavior in explaining to his/her
employees the process of achieving the
desired outcome. This may include tech-
nical and vocational guidance regarding
job execution, how to perform a job to
secure positive appraisals, illustrating the
importance of an individual’s job in con-
nection with the overall departmental and
organizational purpose and objectives,
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and the most economical, time-saving,
and efficient ways of performing the job-
at-hand. In turn, the remaining path as
envisaged in LVMS5 can be realized.

Limitations & Future Research

The results and findings of this study
need to be evaluated within the ambits
of some limitations which also give rise
to certain opportunities for future re-
search. First, this study was carried out
among executives in managerial positions
working in India and of Indian origin. As
such, it rules out cross-cultural and cross-
national comparisons of the hypothesized
links or the accepted LVM that is, LVMS5.
Additionally, being cross-sectional in de-
sign, the study findings may not be tem-
porally relevant. Further, the local cul-
ture that influences individual perceptions
and organizational culture that contribute
to organizational policies and practices
have not been included as a part of this
study. However, the study limitations
cited here hold scope for future research.
The LVMS that has been considered here
as the most suitable model insofar as
addressing the present research objec-
tives and concerns can be extended to
cross-national, cross-cultural, and/or
cross-temporal examinations. The vari-
ance-invariance techniques may be ap-
plied to comprehend its cogency in a
multigroup SEM context. It would also
be interesting to note the observations of
future researchers if this study is placed
in the context of a specific sector and/or
socio-economic employee cohorts such
as telecommuters, contract workers, or
those who work-from-home and are vir-
tually connected.

Conclusion

In conclusion, this study probed into
the shared influence of employees’ trust
and PJPs on their AC and cynicism lev-
els when mediated by their RC with their
employing organization. For this purpose,
an LVM was conceptualized and data
was collected to test it by applying dif-
ferent statistical techniques. Based on
the outcomes, a particular LVM namely,
LVMS5 was considered the most empiri-
cally valid model which fulfilled the study
hypotheses and objective. Consequently,
the theoretical and practical implications
of the study results and findings were
specified. Despite some limitations, the
study concludes by suggesting certain
calls for future research.
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