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Abstract

This research inspects the impact of POS on trust, job satisfaction and turnover intention and
observe the mediating effect of job satisfaction between POS, trust and turnover intention. A
sample of 281 is taken from the banking sector. Convenience Sampling is used. The scales
are taken from earlier research and confirmed for validity & reliability. Eight hypotheses are
explored. Data is analyzed through descriptive statistics and multiple regression. Results
indicated that POS positively affected trust and job satisfaction, so did trust on job
satisfaction. POS, trust and job satisfaction negatively affected turnover intention and the
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results are consistent with previous researches. Job satisfaction performed as partial mediator
between POS and turnover intention; trust and turnover intention. The study is useful but also
suffers from some limitations. This study was done on banking sector so it can only apply to
banking sector. Other sector like education and health sector were missing. Time was limited,
sample size was not too big. The findings of this study shows the importance of POS, trust
and job satisfaction in affecting turnover intention in banking sector. For minimizing turnover
intention mangers in this sector must consider these indicators. The research for the relation
among said variables has been abundant in past, but in this area the research is still lacking so
the gap is still there.

Keywords: POS, trust, turnover intention, job satisfaction, mediator, banking sector
1. Introduction

With significant headways in tasks of business entities and increment in desires from clients,
organizations today confront massive difficulties, both from inside and outside. Among these
difficulties, holding a skilled and experienced workforce is likewise viewed as an
accomplishment. In such manner, turnover rate is considered as a critical measure of the
proficiency and adequacy of an organization's execution and its administration's strategies.
This rate postures more prominent difficulties to the organizations because it is difficult to
comprehend, control and react to the exchanging workers.

Due to fierce competition it has become a challenge for employers to survive. Having best
human resource is a very important key to remain competitive (Islam, Khan, & Bukhari,
2016). In this way, every business needs to have best human asset that has made an issue of
representative turnover intention, since they can move starting with one association then onto
the next. According to annual report of State Bank of Pakistan 2013-2014, employee turnover
has become worse, a total of 24% employee resigned their jobs. A new employee cost ten
times more rather than retaining the old one (Robbins, Judge, & Sanghi, 2005). In numerous
disciplines and the social sciences by and large, the study of turnover and turnover intention
has been and still is well known theme (Coomber & Barriball, 2007).

Experts are occupied with to know the effect of different employee attitudes and behavior on
the basic human resource management issues that they are confronting (Bright, 2008). There
are many predictors of turnover intention which have been examined in the past including
POS (Allen, Shore, & Griffeth, 2003) trust (Jay Prakash Mulki, Jaramillo, & Locander, 2006)
and Job satisfaction (Coomber & Barriball, 2007). The exchange relationship between
employer and employees have been significantly contributed by researchers in last few years
(Islam et al., 2016). These investigations propose that representative's view of great treatment’
will deliver positive results for the organization. (Eisenberger, Huntington, Hutchison, &
Sowa, 1986), all the more particularly, centered on the worker association connection and
named it as Perceived organizational support. There is less expectation to leave the
association by those representatives who perceive good treatment (Allen et al., 2003)

A lot of studies have been done to explore the relationship between job satisfaction and
turnover intention in past (Hellman, 1997). Most of these studies have showed that intention
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to leave and probability of turnover increases due to job dissatisfaction (Saeed, Waseem,
Sikander, & Rizwan, 2014). Several of factors are considered important for the job
satisfaction. Employment can be impacted by assortment of variables like nature of one's
association with the supervisor, nature of physical condition in which one works and the level
of satisfaction in one's work. Job satisfaction may also come from factors named trust
(DeConinck, 2011; Harhara, Singh, & Hussain, 2015) and POS (Imran, Ali, & Islam, 2014).
Trust has turned out to be one of a vital topic for some discipline in past. Both of the
variables namely trust (Jay Prakash Mulki et al., 2006) and job satisfaction (G. J. Blau, 1987;
Saeed et al., 2014) are strongly related with turnover intention.

A\\ MacrOthlnk International Journal of Human Resource Studies

So The purposes of this study is to (1) explore the effect of employee POS on Job satisfaction,
Trust, turnover intention (2) verify the impact of employee job satisfaction and trust on
turnover intention; (3) explore the mediating effect of job satisfaction between POS and
turnover intention; between Trust and turnover intention.

2. Literature Review
2.1 Influence of POS on Study Variables

As per Eisenberger, Huntington et al. 1986, perceived organization support is the workers'
conviction, discernment or judgment of how much the organization thinks about them and
values their commitment. The concept of this is taken from social exchange theory (P. Blau,
1964). Social exchange theory is the perspective of that there is equal exchange relationship
among parties, when somebody gives something significant to the collector, at that point the
recipient responds it emphatically. Likewise, workers give positive job related results i.e., job
satisfaction, lessened turnover intention and trust each other, when they feel support from the
organization.

In organizational behavior literature, the relation between POS and Organizational trust
widely studied. POS was a mediator between organizational justice and employee’s overall
trust in organization (DeConinck, 2011; Stinglhamber, Cremer, & Mercken, 2006).
Perception about support is built over time with the demonstration of beneficial decisions
(career progression, rewards, developmental experiences, etc.) by superiors (Wayne, Shore, &
Liden, 1997). POS played a mediating role between HR practices and organizational trust
found by (Narang & Singh, 2012). POS and trust was positively and significantly correlated
(Shukla & Rai, 2015). Ristig (2009) also found positive and significant relationship between
POS and trust. Thus, hypothesis 1 is as follows

H.1 Employee’s POS positively influence Trust

Research suggests that employees feel a sense of praise, support, or approval from their
organization if they get the support from organization (Aselage & Eisenberger, 2003).
Specifically, research indicated that individuals are more likely to be satisfied with their jobs
if they perceive their organization supports them (Allen et al., 2003). According to Yih-Wann,
Wu., & Htaik, Sein. (2011) there is positive relationship between perceived organization
support and job satisfaction and the result was consistent with previous literature. In other
studies, (Imran et al., 2014; Miao & Kim, 2010) POS positively influence on Job satisfaction.
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Based on these ideas, hypothesis 2 is as follows:

H.2 Employee’s POS positively influence on Job Satisfaction

Employees feel that they need to reciprocate, and generally do so in positive way that are
beneficial to the organization, when organization acts in a positive way toward them (Eder &
Eisenberger, 2008). It is believed that high level of POS induces strong feelings of
identification and trust with the organization, thus establishing exchange relationship
(Settoon, Bennett, & Liden, 1996). According to Tumwesigye (2010) if employees think that
their organization appreciates their efforts for organization and cares about their comfort and
welfare, those employees will likely to be stayed in the organization for longer period of time
and will be more committed. Same findings by Allen, et al. (2003), also explained that low
scores on turnover intention and actual turnover intention was associated with high POS
scores. Conversely, the employee is less likely to remain with the organization if the
organization has not acted positively towards an employee. Thus hypothesis 3 is as follows:

H.3 POS is negatively related with Turnover intention
2.1 The Relationship among Trust, Job Satisfaction and Turnover Intention

From most recent 15 years or so, trust has progressed toward becoming and pulled in
enormous interest for social sciences. The etymological underlying foundations of trust in
more established dialect meaning dependability and faithfulness. The occurrence of trust is
start with the human association (Mdlering, Bachmann, & Hee Lee, 2004). The development
of this phenomenon can be defined through social exchange theory that assumes trust ascends
by repeated exchange of beneficial exchange among individuals. Because of the informal
assurance of reciprocation in social exchange, trust takes times to develop as individuals
prove they can be trusted. According to Rotter (1967) trust is "a generalized expectancy held
by an individual that the word of another, can be relied on" (p. 651). One party end up
powerless in light of the expectation that the other party will do critical activity to the trustor
(Mayer, Davis, & Schoorman, 1995). Studies have shown that, there is positive relationship
between trust and OCB, fairness of supervision and job satisfaction and other relationships
(Wang & Lu, 2012).

In a study Driscoll (1978) concluded that trust is a strong predictor of Job performance. Trust
has demonstrated a substantial relationship with various attitudinal variables like,
organizational performance, turnover intention and job satisfaction (Dirks & Ferrin, 2002).
According to Wech (2002) the trust context is positively associated with job satisfaction. Rich
(1997)also found trust as a moderator on role modeling on job satisfaction and performance.
Trust between sale manager and sales person also effect job satisfaction (Lagace, 1991) and
job satisfaction had positive relationship with trust at peer level too (Cook & Wall, 1980).
Based on above discussions, hypothesis 4 is as follows

H.4 Trust positively and significantly related with job satisfaction.

Trust is also strongly related with turnover intention (DeConinck, 2011; Harhara et al., 2015;
Jay Prakash Mulki et al., 2006; Jay P Mulki, Jaramillo, & Locander, 2008). Balkan, Serin,
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and Soran (2014) found that there is correlation between trust and turnover intention. Dirks
and Ferrin (2002), in meta-analysis found that several outcomes, including turnover, was
originated by trust. According to (Ferres, Connell, & Travaglione, 2004) coworkers trust was
the significant predictor of turnover intention. There is lower intention to leave when
employees trust on supervisor (Jay P Mulki et al., 2008). Trust showed ample relation with
intention to leave (Dirks & Ferrin, 2002). It was found that trust was a significant originator
of intention to leave, in a study done by (Jay Prakash Mulki et al., 2006) on salespersons.
Based on this discussion, hypothesis 5 is as follows

H.5 Trust is negatively related to turnover intention.
2.2 The Relationship between Job Satisfaction and Turnover Intention

According to (Bhuian & Mengue, 2002) job satisfaction is the volume to which workers feel
about the domain of his/her job positively or negatively. Employees evaluate themselves and
their job in the organization and this evaluation enables them to know if he/she is satisfied or
not. (Misener, Haddock, Gleaton, & Ajamieh, 1996) found that job satisfaction includes many
facets of satisfaction related to supervision, working condition, benefits. A number of
researches have done on job satisfaction and labor turnover (Coomber & Barriball, 2007
Saeed et al., 2014; Spector, 1997).

Turnover intention is directly influenced by job satisfaction (Blau, 1987). Zeffane and Bani
Melhem (2017) found that more satisfied employees are less inclined to leave. Employees’
turnover intention and job satisfaction is associated (Spector, 1997). According to Vroom
(1964) there is direct association between job satisfaction and turnover intention. Employees
always compare their jobs with other alternative (because they think to leave) so they can
have them by leaving current jobs. According to (Saeed et al., 2014) there is negative and
significant relationship with job satisfaction and turnover intention. Hellman found that
employees find other employment opportunity if they are dissatisfied from their job. Same
has been found in many studies which indicate that turnover intention is likely to be less if
employees are satisfied (Coomber & Barriball, 2007; Hayes et al., 2006). Thus the
hypothesis 6 is as follow

H.6 Job satisfaction negatively and significantly affect turnover intention.
2.3 The Mediating Effect of Job Satisfaction

In above literature, it is stated that variable namely POS, trust, significantly affect job
satisfaction and turnover intention. It is also stated that job satisfaction significantly affects
turnover intention. So we suppose that job satisfaction plays mediating role in hypothesis 7
and 8.

H.7 Through the mediating effect of job satisfaction POS reduces the
employees’ intention to leave.

H.8 Through the mediating effect of job satisfaction trust reduces the
employees’ intention to leave.
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Figure 1. Research model
3. Methodology
3.1 Participants and Procedure

This research studied the relationship between employees’ POS, trust, job satisfaction and
turnover intention. The study established the basic research model, fig.1 shows that POS and
trust is independent variable; turnover intention is dependent variable; job satisfaction is the
mediator variable.

A total of 300 questionnaires were distributed and 290 were returned. 9 questionnaires were
partly completed so they were eliminated. A total of 281 samples were collected within
March 10, 2018 to April 4, 2018. Table 1 shows that most respondents were male: 212
participants (75.4 %). Some 97 participants (34.5%) were aged 26 to 30, and another 85
participants were aged 31 to 35 (30.2%). Educational levels mostly were bachelor 148
(52.7%) and 147 (52.3%) had less than 6 years’ experience. A survey was conducted to gather
data from banks. A permission was taken from all the banks and respondents responded
voluntarily. They were given to realize that their answers would stay classified. Ethical
measures were taken to protect the rights of the participants throughout the study.

3.2 Measures

We targeted individuals employed in banking sector. The study collected data through
questionnaire with five sections: POS, trust, job satisfaction, turnover intention and basic
respondent demographics. The survey used the five point Likert scale ranging from one
(strongly agree) to five (strongly disagree) for each scale. The 8 item-scale in the POS section
(e.g., “The organization values my contribution to its well-being.”) was adopted from
(Rhoades & Eisenberger, 2002). The 7-item scale in the trust section (e.g., “Most people can
be counted on to what they say they will do.”) was adopted, developed by (Mayer & Davis,
1999) derived from Rotter’s (1967) original trust scale, it is also used by (Zeffane & Bani
Melhem, 2017). The 6 item-scale in the job satisfaction section (e.g., “I would not consider
working for another job.”) taken from the study of (Zeffane & Bani Melhem, 2017) originally
developed by (Brayfield & Rothe, 1951). The 5 item-scale in the section (e.g., “I am seriously
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considering leaving in the near future.”) of turnover intention was adopted, developed and
validated by (Simmons, Cochran, & Blount, 1997). Convenience sampling was used. This
study used SPSS for descriptive analysis, reliability analysis, and regression.

Table 1. Characteristics of respondents

Variables Sample (N =281)  Percent (%)Cumulative Percent
Gender

Male 212 75.4 75.4

Female 69 24.6 100
Age

Less than 25 years 47 16.7 16.7

26-30 years 97 34.5 51.2

31-35 years 85 30.2 81.5

36-40 years 36 12.8 94.3

Above 40 16 5.7 100
Work Experience

Less than 6 years 147 52.3 52.3

6-10 years 41 14.6 66.9

11-15 years 43 15.3 82.2

16-20 years 50 17.8 100
Quialification

Intermediate 65 23.1 23.1

Bachelor 148 52.7 75.6

Master 68 24.2 100

3.3 Regression Analysis

For examining the proposed relationship, a series of multiple regression analysis were
performed. This study utilized the Baron and Kenny (1986) testing approach to deal with
check whether job satisfaction was an intervening variable. The methodology for regression
examinations are as per the following: (1) check the relation between (regression) dependent
variable on the independent variable (Path C); (2) check the relation between (regression)
intervening variable on the independent variable (Path A); and (3) regressing the dependent
variables on the independent variable (Path C’) and mediator (Path B) (Baron & Kenny,
1986)

If the independent variable (IV) is significant with the mediator, the intervening variable is
significant in the (DV) dependent variable, and the independent variable (IV) is not
significant on the dependent variable, there is likely a mediator between the independent
variable and dependent variable (Baron and Kenny, 1986). Therefore, the study verified each
hypothesis via a three-step approach: first 2 steps must be significant (1) the path regression
between POS and trust; (2) regressing job satisfaction (the mediator) on POS and trust; (3)
the path regression of POS, and trust on turnover intention; (4) regressing turnover intention
(the dependent variable) on POS. trust and customer satisfaction. If POS and trust shows
significance on job satisfaction, job satisfaction shows significance on turnover intention,
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then POS and trust shows no significance on Turnover intention, then job satisfaction is likely
a mediator. If POS and trust still shows significance on job satisfaction, but the coefficients
are condensed, it indicates that there is a partial mediator. In other words, POS and trust
influence turnover intention directly and indirectly through job satisfaction.

4. Research Findings
4.1 Descriptive Analysis

The values, for all the variables, of mean and standard deviation are shown in table 2. The
turnover intention was negatively correlated with trust and job satisfaction. Positive
correlation was there between job satisfaction and trust. For checking internal consistency of
the result measurement reliability test was performed. According to (Sekaran, 1992)for
checking multiple scales reliability alpha is the most mainstream measure. Values were all
over the proposed cut-off of .70 (POS = .79; trust = .81; job satisfaction = .89; turnover
intention = .85) thus indicating internal consistency (Nunnally, 1978).

Table 2. Descriptive analyses

N =281 Mean (S.D.) Cronbach’s Correlation
1. POS 2.1085 (.59) .79 1

2. Trust 1.6028 (.49) 81 44 1

3. Job satisfaction 2.3294 (.64) .89 69 .55 1

4. Turnover intention 2.3665 (.67) .85 -80-.61-701 1

4.2 Hypothesis Testing

Table.3 shows the regression equations which were conducted in this study. Hypothesis 1 was
tested with the help of equation 1 which proposes that b1 should be significant and positive.
And other hypotheses were tested by other three equations. Hypotheses 2 and 3 propose that
bl and b2 should be significant and positive in Eqg. (2). In Eq. (3), Hypotheses 4 and 5
suggest that bl and b2 should be statistically significant and negative. Finally, in the last
equation, Hypothesis 6 proposes that b3 must be significant. It was also expected that b1 and
b2 would be weaker in the last equation while b3 would be significant.

Results are presented in table.4. Equation 1 shows that POS positively and significantly
affected Trust (POS — T: 0.44, p < 0.001, R = .24); thus validating hypothesis 1. Equation 2
confirms that POS and trust significantly and positively related to job satisfaction (POS — JS:
0.501, p < 0.05; T — JS: .680, p < 0.001) therefore hypothesis 2 and 4 was supported.
Equation 3 also confirmed that POS and trust significantly and negatively influenced turnover
intention (POS — TI: -.485, p < 0.05; T — TI: -.791, p < 0.001), hence supporting 3 and 5"
hypothesis. In equation 4, it is shown that job satisfaction had significant and negative effect
on turnover intention satisfaction (JS — TI: -.401), validating hypothesis 6. The equation 3
indicated that POS and Trust had relatively high value and was significant. But in Eq.4 effect
of POS and trust on turnover intention was relatively low but still significant. So it means job
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satisfaction was not a full mediator in this study perhaps the coefficients were condensed and
job satisfaction played the role of partial mediator. There was not full mediation but the effect
of trust and POS was condensed. Meaning of this, trust influenced directly and indirectly
through partial mediation of job satisfaction and POS influence negatively through mediation.
Fig. 2 shows the research findings, and Table 4 summarizes the hypothesis results.

Table 3. Multiple regression Equations

T=PBo + BIPOS + e (1)
JS =PBo + BIPOS + B2T+e )
TI=Bo + BIPOS + B2T+e (3)
TI=Bo + B1 POS + B2 T + 3 IS+ e (4)

NOTE: POS: Perceived organizational support; TI: turnover intention; JS: job satisfaction; T:
trust; B: regression coefficient; e: error term

5. Discussion
5.1 The Relationships among POS, Trust, Job Satisfaction a Turnover Intention

The results displayed that POS positively affected trust and job satisfaction and negatively
related with turnover intention. Once the organizations/ institutes give support to their
employees and value their commitment, it would make the environment trustworthy,
employees trust each other and ultimately go for job satisfaction. The findings of study
echoed previous research (Ristig, 2009), that POS positively and significantly affect trust.
POS was also positively associated with job satisfaction and it was according to the previous
studies. Yih-Wann, Wu., & Htaik, Sein. (2011) found that POS was positively associated with
job satisfaction. POS was negatively related with turnover intention and it have been proved
in previous studies too. Allen et al. (2003), found that POS was related with turnover
intention and actual turnover. When employees perceive support from their organization and
if organization cares about well-being of its employees, employees are likely to stay in the
organizations.

Table 4. Regression estimates of equations

Independent variable Dependent variable Regression coefficients tvalue
Unstandardized Standardized

Eq. (1) POS Trust 61 44 9 50%*
R2 (adjusted R2) 25 (.24)

Eq.(2) POS Job satisfaction 498 501 8.063**
Trust Job satisfaction 716 680
R2 (adjusted R2) .58 {.38)

Eq. (3) POS Tumover intention -351 -485 -7 87%=
Trust Tumover intention -601 -791 -11.02%*

R2 (adjusted R2) 59(.59)

Eq. (4) POS Tumover intention -401 - 264 -2 70**
Trust Turnover intention =70 - 691 -2 55%=
Job satisfaction Turnover intention -612 -401 557

R2 (adjusted R2).72 (.71)
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5.2 The relation of Trust with Job Satisfaction and Turnover Intention
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The findings of the study showed that trust positively affected job satisfaction and negatively
affected turnover intention. One the organizations/ institutes make the environment
trustworthy, employees trust each other and ultimately go for job satisfaction. The findings of
study showed result as previous research (Wech, 2002), that trust positively affect job
satisfaction. The results of this study suggest that trust negatively and significantly affect
turnover intention. If the employee has trust workers and in supervisor, he is less likely to
leave. This result is consistent with previous findings that trust is a significant predictor of
turnover intention (Ferres et al., 2004; Jay Prakash Mulki et al., 2006; Zeffane & Bani
Melhem, 2017).

lob
Satisfaction

Turnover

Figure 2. Resultant model
5.2 The Mediating Effects of Job Satisfaction

The study proved the relation of POS and trust on job satisfaction and also examined the
relation between job satisfaction and turnover intention. Same with previous studies
(Coomber & Barriball, 2007; Saeed et al., 2014), job satisfaction negatively influenced
turnover intention. Job satisfaction effect significantly and plays a role of partial mediator between
trust and turnover intention meaning that POS and trust influence turnover intention directly as well as
directly through job satisfaction. Karatepe and Karadas (2012) said POS might influence turnover
intention indirectly but in our study POS influence directly as well as indirectly.

6. Conclusion
6.1 Conclusion

The study tested all variables POS, trust, job satisfaction and turnover intention as the
research framework. Cause and effect relationship among variables were examined. The
study proved that POS and trust positively influenced job satisfaction and negatively
influenced turnover intention, as did job satisfaction. Job satisfaction showed a partial
mediation effect between POS, trust and turnover intention. Although POS had more effect
on turnover intention than trust. The study proved that job satisfaction gets increased with
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high level of trust among coworkers and caring employees, giving support to them. It also
helps to reduce turnover intention.

6.2 Academic Contribution and Practical Suggestion

POS, trust, job satisfaction, and turnover intention all are related with each other, our study
proved it, so it supported past research. The uniqueness of this study that the relationship
between POS, trust, job satisfaction and turnover intention was investigated all together;
using POS and trust as independent with turnover intention as dependent variable to prove
job satisfaction is the partial mediator. The findings of the examination are likewise one of a
kind in the social setting of Pakistan as no such investigation has been conveyed to date. In
addition, this exploration work can likewise be considered as a valuable commitment towards
giving a frame of reference and exact proof for managers in banking sector to manage the
issue of employee’s turnover. The study found that POS and trust effect job satisfaction and
turnover intention significantly. POS showed significantly effect on trust, job satisfaction, and
turnover intention. So banking supervisors must consider POS prior to any other variable.

6.3 Research Limitations and Future Research Suggestions

Research subjects was banking sectors’ employees, so this study only applies to banking
sector and cannot be extended. Mostly respondents were male so question might raise on
gender discrimination. The time was limited so sampling technique can be changed and
sample size can be increased in future research. Mixed or multiple method can be used in
future research for better results. In this study, POS and trust was used as independent
variables, future researches may use other independent variables. Other sectors like
educational and health sector can be taken into account in future.
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