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ABSTRACT 

Literature has unfolded that employee commitment has proven to be of great influence on workplace performance 

and productivity. This study therefore aims to investigate if corporate governance principles affect the employee 

commitment with corporate reputation and organisational trust mediating the dual relationship. A positivist 

approach using survey method was employed to collect data from employees working in Malaysian companies. A 

total of 230 sample were analysed using SPSS and Smart PLS. The results show a positive relationship between 

corporate governance principles and employee commitment as well as corporate reputation. Corporate 

governance also had a significant effect on organisation trust which in turn leads to employee commitment. The 

mediating effect of both corporate reputation and organisational trust had strengthened the relationship between 

the two constructs. upending the wave of employee commitment in human resource research, these findings 

implied that governance concepts such as fairness, accountability, responsibility, and transparency had positive 

impact on employee commitment as well. Future research to close the gap also has been highlighted.  
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1. INTRODUCTION 

 

The rising competitive environment in which firms operate has caused companies around the 

world to face a slew of challenges. Companies have to recognise the significance of developing 

internal competencies and capabilities in order to survive and thrive in today's fast-paced 

business climate [1]. As noted by [2], one of the notable human resource management 

outcomes that have been considered as essential components of optimum businesses 

management is that of employee commitment. Employee commitment is commonly known to 

be the antecedent influencing employee’s performance as well as the determinant of employee 

turnover [3][4] [5][6]). A high employee commitment was also found to result in a variety of 

positive organisational outcomes [7]. Researchers found that high employee commitment can 

lead to greater workplace performance and improved productivity [8][9]. Other factors that are 

being significantly valued by Malaysian employees include work-life balance, strong 

management, safe working environment, financially healthy, career progression, job security, 

pleasant work atmosphere, good training, and good reputation [10]. It is evident that many of 

these factors (such as work-life balance, safe working environment, career progression, job 

security, pleasant work atmosphere, and good training) are concerned with the Human 

Resource aspect. Trust is also found to be one of the important determinants of employee 

commitment [11][12]. Employees tend to develop a higher degree of organisational 

commitment when they trust and believe that their company will protect and safeguard their 

interests [13]. Similarly, [14] highlighted that, employees are more likely to display a high level 

of commitment when they see their leaders as trustworthy and dependable. In the same vein, 
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recent study by [15] also found that trust in leadership among directors leads to employee 

commitment. In other words, the way in which an employee related to their leaders is a major 

factor that determines their trust. 

 

Although existing researches suggest that corporate governance has an impact on employee 

commitment, many aspects of this relationship are conceptual [16][17][18]. Scant attention has 

been paid to determine how corporate governance and employee commitment are related. Thus, 

it would be worth examining how corporate governance and human resource management 

interact, particularly the extent to which the well-known corporate governance principles 

impact employee commitment. Additionally, the previous studies were conducted in countries 

like Indonesia and Nigeria [19][20]. Findings from [21] shown that country culture such as 

uncertainty avoidance and power distance, have an impact on organisational commitment. 

Hence, this study attempts to examine the impact of corporate governance principles adoption 

on employee commitment. This research also attempts to fill the gap by introducing the 

mediating roles of corporate reputation and organisational trust on the relationship between 

corporate governance principles adoption and employee commitment in Malaysia.  Therefore, 

our study intends to find out if the adoption of corporate governance principles enhance 

employee commitment mediated by corporate reputation and organisational trust. And, our 

objectives are to examine the impact of corporate governance principles adoption on employee 

commitment, to determine the role of corporate reputation in mediating the relationship 

between corporate governance and employee commitment and finally, to affirm the role of 

organisational trust in mediating the relationship between corporate governance and employee 

commitment. 

 

Prior Studies and Hypotheses Development 

 

According to [22], a positive image of corporate governance is able to increase the reputation 

of an organisation and make company to be more appealing to the public, investors, suppliers 

or other parties who might have an interest in the company. This is due to fact that a good 

corporate governance would be able to prevent company engaging in corporate scandals, 

fraudulent activities, and other unethical events [23]. Apart from that, a study conducted by 

[24] suggested that a good corporate governance system has a positive effect on the company’s 

reputation. In their study, they suggest that the corporate governance system of a company 

helps to conserves the legal rights of its stakeholders and thus has a positive impact on corporate 

reputation. In the same vein, recent study conducted by [25] in Malaysian context, also found 

that corporate governance has a significant positive relationship with corporate reputation. 

Hence, this study proposes the following hypothesis: 

H1: Corporate Governance is positively related to Employee Commitment. 

H2: There is a positive relationship between Corporate Governance and Corporate Reputation. 

 

Corporate Reputation and Employee Commitment 

 

[26] in their study, highlight that employees who work in a reputable firm are generally more 

committed go above and beyond their normal obligations to guarantee the organisation's 

success. Apart from that, the study of [27] found that corporate reputation has a significant 

positive impact on affective commitment. This is due to the fact that, corporate reputation 

conveys information about the perception of other stakeholders about an organisation, and 

therefore affecting employee attitudes and perception towards the company [27]. Similarly, 

study by [28] found that corporate reputation is an important determinant of organisational 

commitment and positive organisational behaviour. Employees may develop a stronger 
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attachment for a reputable company and thus, it may result in increased emotional commitment 

(affective commitment) with the company [27]. The study on the antecedents and consequences 

of corporate reputation by [29] points out that customers and employees are more inclined with 

organisations that have a strong reputation and generally have a higher degree of loyalty and 

commitment to these organisations. This study proposed the following hypothesis: 

H3: Corporate Reputation is positively related to Employee Commitment. 

 

Corporate Governance and Organisational Trust 

 

[30] held that corporate governance is critical to develop trust. This statement is validated by 

[31], where the researchers state that corporate governance has a significant positive impact on 

trust. In the same vein, [32]in their studies found that good corporate governance is able to 

increase citizens’ trust. Moreover,[33] pointed out that corporate governance is interrelated 

with trust. Furthermore, the primary reason of developing corporate governance code was to 

restore investors’ trust towards the company [34]. Thus, having a sound corporate governance 

is expected to restore and enhance trust in business. In a similar vein, [35] provided that the 

primary aim of corporate governance is to ensure the stakeholders are being protected from the 

unethical behaviour of company, such as frauds, misrepresentation, and manipulation of 

accounts. A robust corporate governance in the company is therefore able to gain the trust of 

stakeholders [36]. This study proposes the following hypothesis: 

H4:  Corporate Governance has a positive effect on Organisational Trust. 

 

The relationship between Organisational Trust and Employee Commitment 

 

[37] based on the social exchange theory, claim that commitment and trust are strongly 

correlated, as trust is often viewed as an essential element for establishing and developing 

commitment. Researchers have mentioned that trust is an important component in developing 

effective relationships and impacts employee behaviours [38][39] point out that trust is a vital 

determinant of commitment, where trust in the other party will increase an individuals’ 

commitment level. In the same vein, [40] highlighted trust are an important determinants of 

organisational citizenship behaviour and employee commitment. [41] suggested that 

individuals will have a high level of commitment where there is a presence of unconditional 

trust in the organisation. Moreover, in accordance with social exchange theory, trust and 

commitment are interconnected due to the principle of generalised reciprocity, which states 

that "distrust begets mistrust and as such would also work to weaken commitment in the 

relationship and shift the transaction to one of more direct short-term exchanges" [42]. Thus, 

drawing from the above statements, the following hypothesis is suggested: 

H5: There is a positive relationship between Organisational trust and Employee Commitment. 

 

Mediating Role of Corporate Reputation and Organisational Trust 

 

The mediating role of corporate reputation between corporate governance and employee 

commitment is built on the concept that good corporate governance has a positive impact on 

company’s reputation, and this positive corporate reputation in turn can affect the employees’ 

behaviours and attitudes. Previous studies have examined the impact of corporate reputation 

on the attitudes, decisions, and behaviour of different stakeholder groups. Study by 

Baumgartner, [43] validate that a change in corporate reputation have an influence on 

stakeholders’ behavioural intentions, including the employee’s employment intentions. 

Moreover, [27] explain that corporate reputation sends a signal about the perception of other 

stakeholders on the organisation thus affecting employee attitudes and perception towards the 
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company. The mediating role of trust in the relationship implies that trust is a major 

determinant of employee commitment, where employees that trust their leaders will be more 

committed to the workplace or the organisation [43].  Grounded on the social exchange theory 

and the above discussions. Thus, grounded on the signalling theory this study proposed the 

following hypothesis: 

H6: Corporate reputation mediates the relationship between corporate governance and 

employee commitment. 

H7: Organisational trust mediates the relationship between corporate governance and 

employee commitment. 

 

Drawing from the above prior theoretical underpinning, we proposed a conceptual framework 

depicted in Figure 1.  

 

 
 

Figure 1. Proposed Conceptual Framework 

 

 

2. RESEARCH METHOD 

 

Section A of the questionnaire is related to the demographic profile of respondents. It comprises 

of six questions, including gender, age, total working experience, employment period in the 

current organisation, current job level, as well as whether or not the respondent is an employee 

working in a Malaysian company. This demographic profile aids researchers in filtering out 

respondents who do not meet the specified requirement for this research. The second part of 

the questionnaire (i.e., Section B), consists a total of thirty-eight questions, which covers the 

four constructs illustrated in the conceptual framework. Multiple items adopted from different 

sources have been adopted in measuring each of these constructs. This questionnaire adopted 

a seven-point Likert scale as [44] claims that seven-point Likert scale can facilitate more 

accurate and true responses from respondents as compared to five-point scale. Reliability of 

results can also be enhanced with the adoption of seven-point Likert scale, as it discourages 

respondents from picking the midpoint in comparison with the five-point Likert scale [45]. 

Apart from that, seven-point Likert scale is suitable for use in Structural Equation Modeling 

(SEM) because it gives a sufficient range of score values that allows the introduction of 

variance [46]. To facilitate our data collection, individuals who are believed to be in the best 

position and are able to provide valuable information for the study would be the employees 

working in Malaysian companies. Apart from judgment sampling, snowball sampling is also 

adopted in this research. [47] highlighted 200 or more respondents are considered a large 

sample size.  

https://doi.org/10.24912/ijaeb.v1.i3.1441-1455


International Journal of Application on Economics and Business (IJAEB) 

Volume 1, Issue 3, 2023. ISSN: 2987-1972 

https://doi.org/10.24912/ijaeb.v1.i3.1441-1456  1445 

3. RESULT AND DISCUSSION 

 

The IBM Statistical Package for the Social Sciences (SPSS) version 25 and Partial Least Square 

- Structural Equation Modelling (PLS-SEM) (SmartPLS 3.0) statistical software are employed 

to analyses the data for this research. SPSS is one of the most widely used statistical software 

programme among researchers. SPSS software is employed in this research for data analysis 

as it can clarify the analysis of data more straightforward as compared to other software [48]. 

Table 1 shows the demographical profile of respondents. 

 

Table 1. Demographic Profile of Respondents 

 
Demographic Variables Frequency (n=230) Percentage (%) 

Gender   

Male 98 42.6 

Female 132 57.4 

Age   
21 - 30 years old 144 62.6 

31 - 40 years old 47 20.4 

41 - 50 years old 23 10.0 

51 years old and above 16 7.0 

Total Working Experience   
Less than 1 Year 44 19.1 

1 - 3 Years 67 29.1 

4 - 6 Years 32 13.9 

7 - 9 Years 19 8.3 

10 Years and above 68 29.6 

Work Tenure   
Less than 1 Year 82 35.7 

1 - 3 Years 67 29.1 

4 - 6 Years 30 13.0 

7 - 9 Years 19 8.3 

10 Years and above 32 13.9 

Job Level   
Senior Management 50 21.7 

Middle Management 35 15.2 

Intermediate 63 27.4 

Entry Level 82 35.7 

 

 

Correlation Analysis 

 

This study employed Pearson product-moment correlation coefficient test to assess the 

direction and strength of association between the construct of this research. Table (2) shows 

the correlations between the constructs of Corporate Governance (CG), Corporate Reputation 

(CR), Organisational Trust (OT), and Employee Commitment (EC). The results indicated that 

all constructs have a large correlation effect (i.e., 0.50 ≤ r < 1.00) as well as a positive 

relationship with each other (Cohen 1988). CR, OT, and EC have a large and positive 

relationship with CG, where the r = 0.811, 0.831, and 0.806 respectively at 0.01 probability 

level. Apart from that, OT and EC have a strong and positive correlation with CR, where r = 

0.800 and 0.758 respectively at 0.01 probability level. Moreover, at 0.01 significant level, EC 

also has a strong and positive correlation with OT, where the r = 0.875. In short, the correlations 

indicates that CG, CR, OT, and EC would increase in the same direction and in the same 
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manner where higher level of CG (M = 5.32, SD = 0.926) would result in increased CR (M = 

5.68, SD = 1.156) and organisational trust (M = 5.46, SD = 1.221), and thus higher level of 

employee commitment (M = 5.04, SD = 1.310). 

 

Table 2. Pearson Product-Moment Correlation Coefficient 

 
Constructs 

Mean  Standard Deviation  

Pearson Correlation 

CG CR OT EC 

CG 5.32 0.926 1    
CR 5.68 1.156 0.811** 1   
OT 5.46 1.221 0.831** 0.800** 1  
EC 5.04 1.310 0.806** 0.758** 0.875** 1 

**. Correlation is significant at the 0.01 level (2-tailed). 

Note: CG (Corporate Governance), CR (Corporate Reputation), OT (Organisational Trust), EC 

(Employee Commitment). 

 

Reliability (PLS-SEM) 

 

Apart from that, PLS-SEM is also employed in this research to assess the reliability of items. 

Cronbach’s alpha, composite reliability (ρc), and Dijkstra-Henseler’s rho (ρA) are examined 

to assess the reliability of measurement scales. As shown in Table 3, all of these measurement 

scales meet the rule of thumb for reliability as suggested by [49] and [50], where the 

Cronbach’s alpha, composite reliability, and Dijkstra-Henseler’s Rho of the measurements are 

all greater than 0.70. Thus, this indicates that the measurement scales adopted in this research 

are as reliable. 

 

Table 3. Cronbach’s Alpha, Dijkstra-Henseler’s Rho, Composite Reliability Coefficient 

(PLS-SEM) 

 

 

Cronbach's 

Alpha rho_A 

Composite 

Reliability 

Average Variance Extracted 

(AVE) 

AC 0.824 0.825 0.877 0.590 

CR 0.938 0.941 0.960 0.890 

EC 0.950 0.952 0.958 0.740 

FN 0.880 0.882 0.907 0.582 

OT 0.945 0.947 0.958 0.821 

RS 0.811 0.823 0.876 0.639 

TP 0.941 0.941 0.953 0.772 

Note: AC (Corporate Governance: Accountability), FN (Corporate Governance: Fairness), RS 

(Corporate Governance: Responsibility), TP (Corporate Governance: Transparency), CR 

(Corporate Reputation), OT (Organisational Trust), EC (Employee Commitment). 

 

Discriminant validity 

 

In line with [49], this research examines the discriminant validity of all latent variables by 

employing cross-loading, FornellLarcker’s criterion, and Heterotrait-Monotrait (HTMT) 

criterion. For cross-loading, [51] suggests that the loading for each indicator should be highest 

for their designated constructs. Our results proved that the discriminant validity is achieved in 

cross-loadings where the constructs are distinctly different from each other. [52] posit that in 

Fornell-Larcker’s criterion, the square root of AVE (on the diagonal) should be greater than 

the correlation (off-diagonal) with any of the constructs. Table 4 demonstrated the discriminant 
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value of Fornell and Larcker’s criterion obtained from the square root of the AVE value. Based 

on the result shown in Table 4, most of the latent variables meet the requirement of this test 

except for EC and FN indicating that discriminant validity is not achieved in Fornell-Larcker’s 

Criterion. 

 

Table 4. Fornell and Larcker's Criterion for First-Order Measurement Model 

 

 AC CR EC FN OT RS TP 

AC 0.768 
      

CR 0.687 0.943 
     

EC 0.608 0.761 0.860 
    

FN 0.672 0.699 0.740 0.763 
   

OT 0.621 0.805 0.878 0.773 0.906 
  

RS 0.602 0.653 0.723 0.766 0.741 0.799 
 

TP 0.733 0.806 0.771 0.730 0.796 0.740 0.878 

Note: AC (Corporate Governance: Accountability), FN (Corporate Governance: Fairness), RS 

(Corporate Governance: Responsibility), TP (Corporate Governance: Transparency), CR 

(Corporate Reputation), OT (Organisational Trust), EC (Employee Commitment). 

 

Convergent validity 

 

Factor loadings for the higher-order measurement model are shown in Table 5. The loading for 

all items of CG, CR, OT, and EC met and exceeded the recommended value (i.e., above 0.708) 

as suggested by [49]. Moreover, the AVE of the constructs are above the minimum cut-off 

value of 0.50 as suggested by [49], ranging from 0.740 to 0.890. Therefore, it is concluded that 

the constructs meet the convergent validity requirements at this stage. 

 

Table 5. Convergent Validity of Second-Order Measurement Model 

 

Construct Items Outer Loadings AVE 

CG AC 0.841 0.781 

 FN 0.899   

 RS 0.881  

 TP 0.912  

CR CR1 0.943 0.890 

 CR2 0.952  

 CR3 0.935  

EC EC1 0.883 0.740 

 EC2 0.817  

 EC3 0.824  

 EC4 0.820  

 EC5 0.867  

 EC6 0.885  

 EC7 0.905  

 EC8 0.875  

OT OT1 0.861 0.821 

 OT2 0.908  

 OT3 0.913  

 OT4 0.930  

 OT5 0.917  
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Note: Note: CG (Corporate Governance), AC (Corporate Governance: Accountability), FN 

(Corporate Governance: Fairness), RS (Corporate Governance: Responsibility), TP (Corporate 

Governance: Transparency), CR (Corporate Reputation), OT (Organisational Trust), EC 

(Employee Commitment). 

 

Discriminant Validity 

 

Based on the result shown in Table 6, most of the latent variables meet the requirement of this 

test, where the square root of CG and CR’s AVE are greater than the correlation with other 

constructs. However, the square root of EC’s AVE is not greater than its correlations with other 

constructs. Thus, this indicates that discriminant validity is not achieved in Fornell-Larcker’s 

Criterion. 

 

Table 6. Fornell and Larcker's Criterion for Second-Order Measurement Model 

 

 CG CR EC OT 

CG 0.884    
CR 0.807 0.943   
EC 0.808 0.761 0.860  
OT 0.834 0.805 0.878 0.906 

Note: AC (Corporate Governance: Accountability), FN (Corporate Governance: Fairness), RS 

(Corporate Governance: Responsibility), TP (Corporate Governance: Transparency), CR 

(Corporate Reputation), OT (Organisational Trust), EC (Employee Commitment). 

 

Assessment of Structural Model 

 

Path Coefficient 

 

There are total of five direct hypotheses being developed between the constructs. In order to 

assess the significant level and t-statistics for all paths, this study adopts the bootstrapping 

function in PLS-SEM with 5,000 bootstrap samples as suggested by [49]. Based on the result 

shown in Table 7, four out of five relationships (H1, H2, H4, H5) are found to be statistically 

significant at 0.05 significant level, as the relationships have t-value that is greater than 1.645 

(one-tailed) [49]. Specifically, CG (β = 0.217, t = 2.936, p < 0.05) (H1) and OT (β = 0.641, t = 

8.798, p < 0.05) (H5) are found to have significant positive direct effect on EC. Thus, H1 and 

H5 are supported. Meanwhile, CG was found to have a significant positive direct effect on CR 

(β = 0.807, t = 32.696, p < 0.05) (H2), indicating that H2 is supported. Moreover, H4 is also 

supported as CG was also found to have a significant positive direct effect on OT (β = 0.834, t 

= 38.108, p < 0.05) (H4). However, the effect of CR to EC (β = 0.070, t = 0.883, p = 0.364) is 

not significantly at the 0.05 level of significance as its observed t-value is below the 

recommended value of 1.645 and p-value is higher than 0.05 [49]. Thus, H3 is not supported. 

 

Table 7. Assessment of Path Coefficient 

Hypothesis 

  
Relationship Std. Beta Std. Error t- Statistics P Values  Decision 

H1 CG -> EC 0.217 0.074 2.936 0.003 Supported 

H2 CG -> CR 0.807 0.025 32.696 0.000 Supported 

H3 CR -> EC 0.070 0.079 0.883 0.364 Not Supported 

H4 CG -> OT 0.834 0.022 38.108 0.000 Supported 

H5 OT -> EC 0.641 0.073 8.798 0.000 Supported 
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Note: CG (Corporate Governance), CR (Corporate Reputation), OT (Organisational Trust), EC 

(Employee Commitment). 

 

Mediation Model 

 

There are two mediation hypotheses formulated in this research, which are H6, which aims to 

investigate the indirect effects of CR on the relationships between CG and EC; and H7, which 

aims to investigate the indirect effects of OT on the relationships between CG and EC. In 

accordance with [49], the PLS-SEM’s bootstrapping procedure with 5,000 bootstrap samples 

is used to assess the mediation effects. Based on the results from bootstrapping analysis shown 

in Table 8, it can be seen that H6 are insignificant (β = 0.056, t = 0.882, p = 0.378) where its 

95% Boot Confidence Interval Bias Corrected are [-0.071, 0.187], which does contain a zero 

in between. Thus, H6 is not supported, and the mediation effect is non-statistically significant. 

On the other hand, H7 is significant (β = 0.535) with t-values of 8.434. Moreover, 0 does not 

fall between the 95% Boot Confidence Interval Bias Corrected for H7 (0.403, 0.662), indicating 

the existence of mediation effect [53]. 

 

Table 8. Assessment of Mediation Effect 

 

Hypothesis Relationship 
Std. 

Beta 

Std. 

Error 

t-

statistics 

p-

value 

95% Boot CI 

BC Decision 

LL UL 
 

H6 

 

CG -> CR -> 

EC 

 

 

0.056 

 

 

0.06 

 

 

0.882 

 

 

0.378 

 

 

-0.071 0.187 

Not 

Supported 

H7 

CG -> OT -> 

EC 

 

0.535 

 

0.063 

 

8.434 

 

0.000 

 

0.403 0.662 Supported 

Note: CG (Corporate Governance), CR (Corporate Reputation), OT (Organisational Trust), EC 

(Employee Commitment), LL (Lower Level); UL (Upper Level). 

 

Source: Developed for This Research 

 

4. CONCLUSIONS AND RECOMMENDATIONS 

 

H1 finding is consistent with the prior studies, which suggest that a positive culture of 

accountability, transparency, fairness as well as responsible leaders would have a positive 

impact on employee commitment level [54][55][56].  H2 tested the effect of corporate 

governance on corporate reputation and was supported confirming that there is a significant 

positive relationship between corporate governance and corporate reputation (β = 0.807, t = 

32.696, p <0.05). This is consistent with the past studies where the researchers found that a 

positive image of corporate governance is able to increase the reputation of an organisation 

[57][22][25].  H3 tested the effect of corporate reputation on employee commitment was a 

statistically insignificant relationship between corporate reputation and employee commitment 

(β = 0.070, t = 0.883, p = 0.377). This indicates that the reputation of a Malaysian company 

may not be an important factor that determines employees’ commitment level. Empirical 

research evidences have shown that corporate reputation has a significant positive impact on 

employee commitment [58][27][59]. 

 

H6 tested the mediating effect of corporate reputation between the relationship of corporate 

governance and employee commitment but it was not supported. Several studies found that 
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corporate governance can help to increase corporate reputation [60][57][25]. Other studies 

likewise found that corporate reputation can help to increase employee commitment [27][61] 

H4 result shows that the hypothesis is supported, confirming that there is a significant positive 

relationship between corporate governance and organisational trust. This finding corresponds 

with the past studies that discovered that corporate governance has a significant positive impact 

on trust [31][32]. H5 tested the effect of organisational trust on employee commitment. This is 

consistent with the past studies which suggest that who trust their employer and organisation 

tend to have a greater commitment to the organisation [62][40][63]. H7 indicates that corporate 

governance will promote organisational trust which subsequently increases employee 

commitment. This is in line with the social exchange theory introduced by [64], where the 

author posits that in social exchange theory, when employees are perceived to be treated 

ethically and fairly, they are likely to reciprocate in a variety of ways, such as developing 

greater organisational trust or higher level of employee commitment.  

 

5. IMPLICATIONS  

 

Employees have been seen as the most valuable assets of every organisation as they are the 

primary contributors to the company’s learning, creativity, and innovation [65]. However, the 

intense competition for limited talents has resulted in the retention of high-calibre employees 

emerging as the most difficult task in human capital management today. Companies would 

have to suffer a great deal of negative consequences as a result of the turnover issue. With 

regard to this, companies need to devote sufficient time and effort to manage this issue and 

look for ways to develop highly committed employees.  The findings of this research reveal 

the importance of corporate governance in developing and enhancing employee commitment. 

Companies, particularly its board and top management, should adopt and practice good 

governance as it found to have significant positive impact on the organisational trust that 

employees will have on their companies and thus would devote a greater commitment to the 

organisation. Employees are more likely to display a high level of commitment to the company 

when the leaders are trustworthy and dependable [14]. Moreover, the board and top 

management should also ensure that the employees’ interest is not jeopardised when they make 

any decisions. Notably, the board and top management should not be benefited at the expense 

of employees. Organisations that are open and transparent with their communication generally 

gain more trust from their employees [66]. The board of directors and the top management of 

the company is advised to practice a good corporate governance and ethics in the company. 

Malaysian Code on Corporate Governance (2017; 2021) would be a good guide for the 

companies and directors to practice and adopt good governance.   

 

6. LIMITATIONS AND RECOMMENDATIONS FOR FUTURE RESEARCH 

 

This research is coupled with several limitations and recommendations on these limitations 

will be provided for future researchers. First of all, this study has solely adopted a quantitative-

based research method. Future research could consider employing a mixed-method (first 

qualitative then quantitative) research approach to examine the relationship between variables 

where it is likely to provide meaningful insight on the perception of employees on the 

organisation governance. Qualitative methods such as interviews would enable the researcher 

to have a deeper understanding of the respondents’ feelings and experiences, which would be 

better expressed in words than in numbers. Moreover, this study has failed to hypothesise the 

mediating effect of corporate reputation on the relationship between corporate governance and 

employee commitment. Future studies can investigate the mediating effect of job satisfaction 

[67][68] which may better explain the hypothesised relationships. In addition, this study did 
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not control the potential effect of organisational factors, such as organisational culture, which 

might have a potential impact on the level of commitment employees will devote to their 

company [68]. Therefore, future research could control the organisational factors and examine 

the effect of the control variable on the relationship between corporate governance, 

organisational trust, and employee organisational commitment. 
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