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Abstract
This study has analyzed the interrelation between transformational leadership (TL) and 
organizational commitment (OC) so as to verify the mediating effect of their trust on OC, 
finding that charisma and intellectual stimulus have a significant effect on affective and 
continuous commitment. This finding is different from any existing arguments where the 
charisma of TL and the individual consideration are said to have a significant and positive 
effect on affective and continuous commitment. Furthermore, the mediating effect, which was 
expected to be highly relevant on the grounds of the findings ofprevious researches that any 
high trust ofa leader would lead to a high level of OC of members, has been revealed as a 
complete mediation in the relationship of emotional trust between individual consideration and 
OC, which shows that the correlation between TL and OC may vary depending on the 
characteristics of an organization and its members both of which are sample objects. 
This study, unlike most previous researches with their research samples inindustrial fields, has 
estimated the growing interrelation of NGOs. Therefore, while this study itself may have its 
research-limit of specificity, it is expected to make a useful contribution to any future 
researches of the same category.
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Ⅰ. IntroductionThe speed and size of the change in the 21th century’s business environments we are facing at the present have gotten so diverse that we can’t cope with them in the management systems familiar to us. For more efficient actions to these rapidly changing environ- 

ments, the leaders of any groups or organi- zations should take creative and competitive leadership. Since the beginning of history, an outstanding leadership has been taken in the growth and development of any community, yet that kind of leadership has also changed little by little due to unique properties and historical conditions of communities.
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A leadership suitable for these times must be innovative with not only highly adven- turous spirit and excellent flexibility to envi- ronment changes but also ethics and morality which should be involved in innovation processes. The TL views organizational mem- bers not as the objects for mere economic exchanges but as new beings of higher level, encouraging them to seek for higher ideas and values beyond their own personal profits and to exhibit their maximum capability(Bass, 1985).The TL, is a new concept to present the possibility for overcoming the restrictions of transactional leadership theory with constant limits to effectiveness improvement in organi- zations and to describe those leaders moti- vating their members by transcendental goals. Its earlier research was carried out by Burns (1978), and later, was systemized by Bass (1985). And at home and abroad, continuous follow-up researches on it have been going on. A leadership, requires a great deal of trust between a leader and members, and therefore it is stated to be a necessary and sufficient condition for maintaining a stable cooperation system between the two(Korsgaard, Schweiger & Sapienza, 1995), which indicates that the trust should be considered as a very important factor in any study on leadership. Any situation where the TL is taken suggests that this kind of trust must be having an effect on its effectiveness(Yukl, 1989; Podsakoff, 1990; House, Spangler & Woycke, 1991; Pillai, 1996). For this study, NGOs, were selected as research samples in order that the correlation between leadership and OC might be verified, for which this study has estimated the effect of the TL on the OC, a representative proxy measure for organizational effectiveness. Con- 

sequently, this study is intended to make a contribution to any follow-up researches and organizational activation by verifying the mediating effect of members’ trust on leaders. 
Ⅱ. Theoretical Background and 

Literature Review

2.1  Transformational Leadership and 
TrustThe TL, is to change members’ way of thin- king so that they may create new oppor- tunities not just by obedience but by changing the frames for their cause, desire, value and thought. In addition, it is to change members so that they may develop themselves to be above their own personal interests for the realization of group interests, ultimately achieving their project goals(Bass, 1985). Those previous leadership theories are mostly focused on the transactional leadership with the ground of interrelation between leaders and their members. However, the TL, has been widely accepted, whose sub-factors are charisma, individualized consideration and intellectual stimulus. First, charisma means a leader’s ability to lead members through such personal charms as self-sacrifice and service for securing their support by being acknowledged as a symbol of achievement by organization members. Second, the individualized consideration is an act of paying attention to natures, desires and conditions of organization members, taking them into consideration and respect them. Third, the intellectual stimulus is a behavior to spur them to hold novel and creative thinking by encouraging them to raise ques- 
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tions about their existing causes and values. The earlier researches on the TL were mostly made up of inter-comparison with the transactional leadership. And since then there have been those researches on the factors adjusting the relationship between the TL and its performance. Though the definitions of trust are so various that it is difficult to find any common ground. The lexical definition of trust is the expectation that members will behave with honesty, their speeches and actions will be consistent, and they will fulfill their promise, as well as that they will perform well in their roles. And also the trust can be said to be built not accidentally but out of active expectation on those who speak, act and make decision(Robbins, 2001). Lewis & Weigert(1985) argues that trust includes content multi-dimensionality. Cogni- tive Trust is defined as making a decision about whether to trust any object on the ground of any knowledge or information on the object to be trusted. Emotional Trust is a subjective expectation or emotional fellowship that the behavior of the object will measure up the truster. Actual trust means the will to increase the dependence on the objects to be trusted. This study, distinguishing cognitive trust from emotional trust, has additionally researched the influencing relationship of the TL on OC and the trust.
2.2  Influential Relationship between 

Transformational Leadership and 
Trust Trust is considered very significant in the research of leadership. Preparing for any 

change to their current risk-taking state, those following a transformational leader expect their leader’s support. Any leader must secure the followers’ trust to make it possible for them to prefer risks and plan for any new fields. Since trust is indispensible for angling for the commitment of followers, any transfor- mational leader needs trust still more(Bass, 1985). Yukl (1989) argues that their most impor- tant motivations for achieving more perfor- mance than expected are trust on and loyalty to their leader. The leader’s traits acknowl- edged the most by those who follow their leader’s values are honesty, integrity, and trust, and in particular, trust is the most significant medium to the TL. Accordingly, when an organization is on a razer-edge, the trust on a leader is indispensible(Mishra. 1996).In order to improve any concrete trust on leadership, it is very important to clarify the organization’s mission, emphasize its vision, consider personal concern and desire, offer a fair treatment, provide intellectual stimuli to those followers’ thinking-way, and show them such actions as engagement in decision- making processes(Bass, 1985). Leader’s acts motivating inspiration with charisma will lead them to feel the sense of unity to their leader and the hope for their future and organization, and finally make it possible for a strong sense of trust on the leader to be built, which ultimately enables to establish mutual trust and to arouse an emotional energy.In addition, when a leader treats the mem- bers fairly with aggressive concern and consi- deration of the followers’ desire, interest and welfare, their trust will grow (Mishra, 1996).
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 2.3   Relation between TL and OC Leadership is related to members’ organi- zational effectiveness, and in particular, the TL has been verified to be closely related with their performance(Perry, Pearce & Sims. Jr., 1999). A number of researches have verified the correlation between TL and organizational effectiveness. The organizational effectiveness, serves as a standard for evaluating the performance of an organization. The ways to measure an organizational effectiveness are goal approach which puts stress on produc- tivity and Systematic Approach that empha- sizes process, means and maintenance, the two of which should be harmonized for a desirable research. The productivity indices include quanti- tative productivity, profits, and sales involve job satisfaction, OC, reactivity, employment separation rate, and absenteeism. This study has chosen job satisfaction and OC, the maintaining indices proper to duties as measurement variables. A great number of researches on leadership have the tendency of preferring OC to job satisfaction as perfor- mance of an organization(Meyer & Allen, 1991; Shamir, House & Arthur, 1993; Allen & Hackett, 1995).OC is defined as the internalization of the value of the organization, the will to concen- trate their efforts on achieving its goal, or the strong desire to remain as members of the organization(Porter, Steers, Mowday & Bou- lian, 1974).The OC can be classified into the followings: first, Affective Commitment that the members want to remain in their organization because their value coincides with that of their organization, second, Continuous Commitment that they desire to be in the organization due 

to the reward from their organization, and third, Normative Commitment that they try to remain in the organization because the sense of duty was or is formed before or after their involvement in the organization. Preceding researches show that the TL has a strongly positive relationship with affective commi- tment (Meyer & Allen, 1991; Bycio, Allen, & Hackett, 1995; Summer, Bae & Luthans, 1996). In many studies home and abroad, normative commitment was not distinguished as much as the other two and it is also thought to have considerably little effect on any leading variables(Hackett, Bycio & Hausdorf, 1994; Lahiry, 1996). 
2.4  Correlation between Trust and OCTrust, as a foundation enabling the social cohesion mainly among parties concerned, is defined as reciprocal faith on the other parties and core mechanism which simplifies the complexity of reasonable calculation(Lewis & Weigert, 1985). Depending on objects, trust can be cate- gorized into the following three: first, Vertical Trust between a leader and his members, second, Lateral Trust among colleagues, and, third, Institutional Trust related to the rela- tionship among organizations or their sys- tems(Cook & Wall, 1980). Trust is classified into Emotional Trust that members show strong and positive feelings toward the objects to be trusted and Cognitive Trust indicating rational reason for the reward resulting from trust, and the constant combination of the two brings about the behavior of trust(McAllister, 1995). On the other hand, it is supported that emotional trust exists after the foundation of cognitive trust becomes completely worthless (Zajonc, 1980).
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Those members in the environment of higher trust may fulfill more efficient perfor- mance than those in that of lower trust, which suggests that the interpersonal trust is a significant factor to the effectiveness of a working group(Boss, 1978). The working relationship based on trust reduces the conflicts and the job-search intention while it increases the OC. 
2.5  Mediating Effect of Trust on TL and 

OC Transformational leaders must be able to lead such innovation that will trigger mem- bers’ high-level desires for the presentation of long-term vision to their members and the pursuit of profit, create the atmosphere of trust between leaders and their members, and motivate the promotion of organizational effectiveness rather than personal gains in order to achieve more performance than expected(Bass, 1985), for which transfor- mational leaders will emphasize their mem- bers’ commitment to organization by setting up visions and inspiring members’ self-c onfidence in the accomplishment. This is because the members try to maintain the balance in the exchange relationship with their organizations(Eisenberger, 1990).Through TL that a dynamic organizational vision for any change to the organization can be created and for the realization of the vision, leaders induce a great deal of effort and commitment from their members(Pawer & Eastman, 1997). Furthermore, in order to materialize these visions transformational leaders will draw a great amount of effort and commitment from their members(Pawer & Eastman, 1997). Also a clear presentation of visions oriented for the organization develop- 

ment on the ground of trust comes to motivate organizational change and business promo- tion. With this, senses of belonging and attach- ment to their organization are induced from the members, who will be faithful to their duties through identification of their values and visions with those of their organization. The TL makes members call outdated values into question, induce them to explore alternatives, and lead them to engage in their organization activities voluntarily through stimulation, individual encouragement, or motivation so that the organizational effecti- veness may be enhanced. But the trust formed in an organization makes the members coo- perate with their leader , which enables them to make a commitment to their duties and organization by aggressively exhibiting their capability through positive work-relations. When members are aware that they are valued by their leader or their organization, they can be sure of their trust on the leader or the organization, and consequently their emo- tional commitment to voluntary engagement in organizational activities gets reinforced (Wayne, Shore & Liden, 1997). 
Ⅲ. Hypotheses and Research 

Models

3.1  Hypothesis Setting-upBased on various studies on TL, 4 hypo- theses for the correlation between the trust on TL and OC have been set up as the following. <3.1.1> Avolio & Bass (1995) stated that when a TL is exercised, thanks to the establishment of trust between leaders and 
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Fig. 1. Research Model
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members, the goal of any organization or team, which is beyond personal gains, will be accomplished. Kim Youn-Sook (2014) analy- zed the correlation between TL and organi- zational trust, arguing that all sub-factors to the TL have a significant and positive effect on the organizational trust. Kim Jung-Wan, Kim Chung-Nam (2002) stated that the more a leader stimulates members with his or her leadership, the stronger the trust on the leader will get, for the members identify themselves with their leader and that the more trust on their leader there is, the higher the level of involvement and motivation gets. With the deduction that the behavior of TL should have effect on the members’ trust on their leader, the following H1 has been established. H1: TL will have a positive effect on trust. 
<3.1.2> Harter & Bass (1988) said that when members have been able to recognize a powerful TL, the effectiveness of that leadership is realized more strongly, and Lee Duk-Ro (1994) revealed that in 13 small businesses the TL is a positive influence factor to job satisfaction and job engagement. Kim 

Soo-Gyum, Hong Nam-Son (2015) set forth their view that the TL in small businesses has a significant and positive effect on the organizational outcomes. On the foundation of these research results, the following H2 has been deduced. 
 H2: TL will have a positive effect on OC. 
<3.1.3> McAllister (1995), suggesting that trust has much to do with factors of OC and has a significant effect on organizational citizenship behavior, stated that since the level of cognitive trust on a leader was higher than that of emotional trust, some degree of cogni- tive trust was necessary for the enhancement of emotional trust. Kim Byung-Jik, Kim Ji-Yeun (2012) revealed that trust had enough influ- ence on members’ attitude and behavior to have a significant effect on OC. These findings enables to infer H3 below.
H3: Trust will have effect on OC. 
<3.1.4> Kim Sung-Eun (2009) claimed that while the usefulness of cognitive trust on superiors to emotional commitment in the 
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relationship between the two dimensions of organizational effectiveness and trust had not been verified, emotional trust had a signigicant effect on emotional commitment. Then the group under a powerful TL will have a strong trust on their leader and keep a high organizational effectiveness. Based on these preceding dissertations, the following H4 has been established.
H4: The correlation between TL and OC will be mediated by trust. 

3.2  Research Model The TL, an independent variable, is classi- fied into charisma, individual consideration and intellectual stimulus, and again the OC which is a dependent variable is categorized into emotional commitment and continuous commitment. Trust is divided into emotional trust and cognitive trust to be designed as parameters. With the hypotheses established for this study, <Fig.1> has been drawn for the analysis of mediating effect of trust between TL and OC.
Ⅳ. RESEARCHING METHOD 

AND RESULTS

4.1 Data Collection and SampleThe sample objects for this study are speci- fic societies, NGOs made up of foreign students from diverse nations, in the universities in Jeonbuk, Kangwon, Deaku and Kwangju. The survey was conducted for 4 weeks from Dec 25 2015 to Jan 20 2016. The total 760 copies of questionnaire were distributed, 562 of 

which were recollected. With the exclusion of 83 of them, which had undependable answers, the rest 479 copies were employed for analysis. Since the number of 479 is 74% out of the total, the rate of recollection is thougth to be considerably high. Among the respon- dents, 123 (25%), 95 (20%), 161 (34%), and 100 (21%) are from Jeonbuk, Kangwon, Kwa- ngju and Daeku respectively. Males are 209 (44%) and females 270 (56%). They are 10 professional instructors (2%), 301 student- leaders with a certain level of training (63%) and 168 new members (35%). Their ages are from 19 to 35, and those of 20~23 are 358 key respondents (75%).  
4.2  Questionnaire Configuration and 

Analysis Method  The questionnaire with 42 questions was composed of three parts. MLQ on the TL developed by Bass (1995) was employed for the questions about leadership. Among the total 14 questions, there were 7 about Chari- sma, 3 about Intellectual Stimulus and 4 about Individual Consideration, all of which are the sub-factors to the TL. In order to measure the effectiveness of leadership, out of 16 questions 6 about emotional commitment, 5 about conti- nuous commitment and 5 about normative commitment) developed by Meyer & Allen (1990), 11 were used with the exclusion of those 5 about normative commitment. For the issue of trust, which is a moderating variable, 12 questions developed by McAllister (1995) were applied, among which 6 are on cognitive trust and the other 6 emotional trust. Position, gender, age, attendance year and attendance times, all of which were demographics vari- ables, were applied to the question confi- guration to be used as nominal scale. All vari- 
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Table 1. Reliability & Factor Analysis of TL
Independent 

Variables Reliability
Validity

Question 1 2 3

Charisma .8180

1 .852 .132 .109
2 .811 .135 .148
3 .593 .162 .305
4 .591 .371 .202
5 .522 .263 .260

Individual
Consideration .7162

1 .240 .801 .160
2 .212 .662 .328
3 .194 .655 .286
4 .185 .625 .204

Intellectual
Stimulus .8013

1 .202 .118 .839
2 .196 .272 .773
3 .200 .194 .746

Eigenvalue 6.293 1.404 1.174
Explained Variance % 44.951 10.028 8.389
Cumulative Variance % 44.951 54.979 63.368

Table 2. Reliability & Factor Analysis of Trust
Variable 
Identifier sub-factors Reliability 

Validity
Question 1 2

Trust

Cognitive 
Trust .8563

1 .858 .176
2 .848 .287
3 .795 357
4 .740 .140
5 .712 .299

Emotional
Trust .7776

1 .187 .901
2 .124 .886

Eigenvalue 3.162 1.718
Explained Variance % 45.174 24.545

Cumulative Variance % 45.174 69.719

ables of TL, trust and OC are made up of 5- point Likert scale. As an analysis method, Cronbach’s Alpha Coefficient was employed for calculation so that the reliability might be verified. For measuring the validity of observed variables, a factor analysis was con- ducted with the exception of the factors with less than 0.5 validity and those not classified by factor. The statistical package of SPSS WIN 18.0 was utilized for statistical analysis.

4.3  Verification of Reliability and Validity 
of Variables The analysis of TL’s reliability(Cronbach’s Alpha) shown at <Table 1> indicates Intel- lectual Stimulus α=.8013, Charisma α=.8180, and Individualized Consideration α=.7162, all of which are considered to be satisfactory. Factor analysis was carried out for the veri- fication of data validity. Principal component analysis and Varimax Criterion for Analytic 
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Table 3. Reliability & Factor Analysis of OC
Variable 
Identifier sub-factors Reliability 

Validity
Question 1 2

OC

Emotional
Commitment .7793

1 .815 .166
2 .779 .367
3 .718 .228
4 .664 171
5 .629 .169

Continuous
Commitment .7263

1 .123 .875
2 352 .871

Eigenvalue 2.648 1.632
Explained Variance % 37.831 23.310
Cumulative Variance % 37.831 61.141

Table 4. Multiple Correlation Analysis

Classification Average
(Standard Deviation) 1 2 3 4 5 6 7

Intellectual
Stimulus

3.6270
(.6537) 1.000

Charisma 3.8205
(.6299) .531** 1.000

Individual
Consideration

3.3899
(.6668) .495** .524** 1.000

Emotional
Trust

2.8466
(.8928) .328** .315** .578** 1.000

Cognitive 
Trust

3.9599
(.6442) .496** .682** .448** .238* 1.000

Emotional
Commitment

4.074
(.6215) .379** .452** .240** .117* .479** 1.000

Continuous 
Commitment

3.2988
(.9919) .166** .156** .054 -.015 .195** .265** 1.000

* Correlation Coefficient is significant at the level of 0.05 (both sides).
** Correlation Coefficient is significant at the level of 0.01 (both sides).

Rotation were employed for the adoption of factors with Eigenvalue of over 1.0, which resulted in the loading of five factors as seen at <Table 1>. It shows that the total variance of 61.784% is comparatively high. The measurement of the reliability(Cron- bach’s Alpha) on the sub-factors to the trust estimated at <Table 2> shows cognitive trust 
α=0.8563 and emotional trust α=0.7776, both of which are satisfactory. Factor analysis was carried out for the verification of data validity. 

Principal component analysis and Varimax Criterion for Analytic Rotation were employed for the adoption of factors with Eigenvalue of over 1.0. The total variance of 61.784% is persuasive. As seen at <Table 3>, the reliabilities (Cronbach’s Alpha) of emotional commitment and continuous commitment, which are sub- factors to OC, are sufficient with α=0.7793 and 
α=0.7263 respectively. To analyse factors for the verification of data validity, principal com- 
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Table 5. Regression Analysis on Relationship between TL and Trust

Classification
Emotional Trust Cognitive Trust

β t β t

Constant .864 3.141** 1.593 10.272***

Charisma -.050 -.822 .520 10.023***
Individual

Consideration .385 6.323*** .159 3.034**

Intellectual
Stimulus .191 3.023** .080 1.462

R² .231 .435

F 31.873 78.465
***:p<0.001 **:p<0.01 *:p<0.05

ponent analysis and Varimax Criterion for Analytic Rotation were employed for the adop- tion of factors with Eigenvalue of over 1.0. The total variance of 61.141 is highly persuasive. 
4.4  Analysis of Correlation with 

Descriptive Statistics QuantityAs shown at <Table 4>, the linear rela- tionship seen at TL, trust and OC has a clear positive correlation with the TL at the inde- pendent variable of emotional commitment, while a weak one at continuous commitment. The correlation between intellectual stimulus and trust shows a positive, which is totally different from that found to have a negative in preceding researches(Podsakoff, et al, 1990; You Seung-Dong, 2001). 
 4.5  Hypothesis VerificationH1: TL will have an effect on trust. 

First, H1 has been verified by examining what effect the TL has on the degree of cognition depending on the type of trust, a 

parameter and also by conducting a multiple regression analysis to find out how much effect the TL has on trust. Charisma(t= -.822) was found to have no effect on emotional trust, which shows that the degree of emotional communication bet- ween leader and members is low and has not been verified reasonably. On the contrary, individual consideration(t= 6.323***) is seen to have a powerful effect on emotional trust, which explains that thanks to emotional communication the members become an In-group within their organization to engage in the organizational activities voluntarily and pleasantly so that they may contribute to the promotion of organizational effectiveness. Intellectual stimulus(t=3.023**) was found to have a general level of significant and positive effect on emotional trust.The regression analysis showing a corre- lation between TL and cognitive trust revealed that since charisma, which is the highest factor, enables a leader’s natural extraordi- nariness to turn up through his or her sacrifice and service which no one can copy while his or her behavior characteristics are being acknowledged by members, the cognitive trust 
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Table 6. Regression Analysis on Relationship between TL and OC

Classification
Emotional Commitment Continuous Commitment

β t β t

Constant 1.952 8.548*** 1.706 4.737***

Charisma .295 4.831*** .214 3.732**

Individual Consideration .024 .381 .012 .184

Intellectual Stimulus .222 4.464** .105 1.515

R² .217 .084

F 28.257 9.342
***:p<0.001 **:p<0.01 *:p<0.05

is very high. Individual consideration(t= 3.034**) has an average level of effect on cognitive trust. Mem- bers’ awareness of individual conside- ration enhances cognitive trust, which results in increased organizational effectiveness. Intel- lectual stimulus(t= 1.462) has found to have no effect on cognitive trust at all, which indicates that when a leader’s behavior has not been verified until members are appre- ciated and persuaded enough to trust their leader, it will never be influential. These findings not only agree with the appropriateness that there should be strategic approaches to enhance emotional trust on the basis of deductions in preceding dissertations but also suggest that it will be effective to exhibit a TL corresponding to emotional and cognitive trust for the purpose of promoting trust in the profit-making industrial fields as well as in those non-commercial NGOs which are sample objects for this study. Accordingly, H1 has been partly adopted. 
H2: TL will have a positive effect on OC. 
For the verification of H2, an investigation was carried out to see if the recognition of 

transformation leadership has any significant effect on OC depending on its type, and also a multiple regression analysis was conducted as the first step to find out how much effect the leadership has on OC. <Table 6> supports the argument of prece- ding researches that the charisma (t=4.831***) of TL has a strong and positive effect on emotional commitment. It, however, shows an outcome different from the finding of preceding researches that individual consi- deration has a significant effect while intellec- tual stimulus does not(Lee, Deog-Ro, 1994).This study has found that while intellectual stimulus(t= 4.464**) has some effect on emotional commitment, individual considera- tion(t=.381) has none. The result of multiple regression analysis which was aimed to see if TL has any effect on emotional commitment that indicates members’ voluntary participa- tion supports the preceding research results in part. Charisma has effect on OC indifferently regardless of the types of sample objects and job characteristics, while intellectual stimulus and individual consideration were found to have different levels of effect on it depending on the two factors. The regression analysis for TL aimed at continuous commitment on the 
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Table 7. Regression Analysis on Relationship between Trust and OC

Classification
Emotional Commitment Continuous Commitment

β t β t

Constant 1.750 6.891*** 2.296 5.601***

Emotional Trust .107 1.970 -.003 -.058

Cognitive Trust .400 7.384*** .177 2.960**

R² .201 .025

F 38.559 4.885
***:p<0.001 **:p<0.01 *:p<0.05

basis of transaction relation has revealed that charisma(t=3.732**) has a common degree of significant effect on it. It, however, shows that neither individual consideration(t=.184) nor intellectual stimulus(t=1.515) has effect on continuous commitment, which implicates that the most effective type of leadership for beefing up OC of members is charisma. And it also suggests that it will be very efficient to realize the appropriateness to members and their job environments in case of any other types of TL. Consequently, H2 has been partly adopted. 
H3: Trust will have a positive effect on OC. 
The regression analysis has revealed the fact that the effect of emotional trust(i=1.970) and cognitive trust(t=7.384***) on emotional commitment is totally different, which means that only the cognitive trust on a leader can induce a voluntary engagement. Likewise, another regression analysis about the effect of trust on continuous commitment, an transac- tional engagement, showed those of emotional trust(t=-.058) and cognitive trust(t=2.960**) are not the same and that only the cognitive trust has a positive effect, which implicates that members commit to their organizations with a reasonable consideration of one thing 

or another. This supports that emotional trust is increased on the ground of cognitive trust. That is, leaders try to understand their members not by forcing them to participate recklessly but through the communications with them in the organization and voluntary engagement in organizational activities so that the leaders may be persuasive with them. It implicates that only the cognitive trust established by a rational recognition of their organization and leader has a positive effect on OC. It also explains that the OC may vary depending on the degree of their reasonable recognition of their leader through commu- nications with them and that the differen- tiation by leaders’ honesty, fairness and ex- traordinariness can reinforce the OC. Accor- dingly, since H3 supports the findings of preceding dissertations, it has been partly adopted. 
H4: The relationship between TL and OC will be mediated by Trust. 
The first step of regression analysis for mediation at H4 was to conduct the regression analysis of parameters against independent variables, the second was to carry out that of dependent variables against those indepen- dent and the last was that of dependent varia- 
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Table 8. Mediating Effects of Emotional Trust on Relationship between TL and OC

Classification Step
Emotional Commitment Continuous Commitment
β t β t

Charisma

1 .437 8.518*** .176 3.130**
2 .421 8.148*** .274 4.995***

3
Independent .241 3.710*** .272 3.827***
Mediating .284 4.364*** .003 .044
R² .220 .069
F 44.662 12.438

β2 - β3 .180 .002

Individual 
Consideration

1 .437 8.518*** .176 3.130**
2 .277 5.056*** .166 2.955*

3
Independent .105 1.848 .110 1.769
Mediating .390 6.867*** .127 2.043*
R² .194 .034
F 38.271 6.497

β2 - β3 .160 .056

Intellectual 
Stimulus

1 .438 8.518*** .176 3.130**
2 .388 7.378*** .222 4.002***

3
Independent .244 4.418*** .180 2.927*
Mediating .331 5.986*** .098 1.585
R² .234 .051

F 48.217 9.302

β2 - β3 .144 .042
***:p<0.001 **:p<0.01 *:p<0.05 

bles against both independent ones and para- meters at the same time.The conditions for determining the roles of parameters are: the independent variables should have significant effects on parameters at the first step, they also should have signi- ficant effects on dependent ones at the second step and at the third step the parameters should have significant effects on dependent variables while the effect at this step must be smaller than that at the second step, when if the parameters is controlled and mediated at the third step the full mediating should not be significant between independent and dependent variables and partial mediating should be of significant relationship between 

the two(You Seung-Dong, 2001). <Table 8> shows that the emotional trust between TL and OC is playing a full mediating role between individual consideration and OC, where the emotional commitment is seen to have more full mediating effect than the continuous commitment. In case of mediation of emotional trust between TL and emotional commitment, the mediating effect of emotional trust between charisma and emotional commitment, between intellectual stimulus and emotional commitment is shown to be partial, which implicates that the emotional trust should be the ground for any promotion of OC through the individualized consideration of TL.
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Table 9. Mediating Effects of Cognitive Trust on Relationship between TL and OC

Classification Step
Emotional Commitment Continuous Commitment

β t β t

Charisma

1 .243 4.388*** .056 .992
2 .421 8.148*** .274 4.995***

3
Independent .386 7.367*** .275 4.881***

Mediating .155 2.965** -.006 -.101
R² .220 .069
F 38.431 12.442

β2 - β3 .035 -.001

Individual 
Consideration

1 .243 4.388*** .056 .992
2 .277 5.056*** .166 2.955*

3
Independent .209 3.413** .178 2.806*

Mediating .145 2.371* -.026 -.412
R² .087 .022
F 15.783 4.440

β2 - β3 .068 -.012 

Intellectual 
Stimulus

1 .243 4.388*** .222 4.002***
2 .388 7.378*** .056 .992

3
Independent .345 6.134*** .233 3.898***

Mediating .115 2.042* -.030 -.500
R² .156 .044
F 29.586 8.112

β2 - β3 .043 -.177
***:p<0.001 **:p<0.01 *:p<0.05

The individual consideration between lea- ders and their members is a phenomenon of identifying the members with In-Group throu- gh closer familiarity to each other. Accor- dingly, the leaders’ most effective leadership behavior is to encourage their members to voluntarily engage in the organizational activi- ties with pleasure for the achievement of their goal while caring for each member’s condi- tions with not task-oriented reason but the sense of sympathy. Charisma and intellectual stimulus may have a mediating effect on emotional commitment just like emotional trust does, and when the two does so, the utilization of emotional trust can still play a facilitatory role, which may not be enough. But 

it also implicates that from the viewpoint of members’ transaction its effect on continuous commitment will never increase through the emotional trust.For the mediating effect of cognitive trust between TL and OC, a three-step mediating analysis was conducted in the same way as that in <Table 9>. It shows that the cognitive trust between TL and emotional commitment has a partial mediating effect in relations of emotional commitment with charisma, indivi- dual consideration and intellectual stimulus, which has confirmed that the cognitive trust is very important for the charisma of a leader to induce members’ emotional commitment. It means that the leader’s model of differentiated 
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and extraordinary capability should be exhi- bited for the realization of the emotional com- mitment which stands for members’ sponta- neity. Individual consideration, too, is subject to the concern not tricky, extemporaneous or ambiguous but sincere and genuine. In terms of the leader’s intellectual stimulus and emo- tional commitment, creative problem-solving approaches should be incessantly presented to the members through constant learning and integrated thinking with such intangible assets as the leader’s experience and judging ability so that the members’ voluntary engagement may be materialized on the basis of the very cognitive trust. However, the mediation of cognitive trust between TL and continuous commitment is not always effective. Accor- dingly, H4 has been partly adopted. 
Ⅴ. ConclusionThis study has been focused on the rele- vance between TL and members’ OC. Its main purpose is to confirm the effect of TL on their OC and the mediating effect in the relationship between those sub-factors to the trusted leadership and the OC. Prior to any empirical analysis of this study, from various preceding researches were found the research result that the emotional commitment has the most positive effect between TL and OC(Bycio, Allen & Hackett, 1995). Therefore, this study not only has reviewed the correlation between OC and those sub-factors of a leadership on the ground of those findings in preceding resear- ches, but also has measured the mediating effect of trust through step-by-step regression analysis methods.The followings are the key results of this 

study and the implications relevant to them. First, this research fully supports those existing arguments of preceding studies that emotional commitment has a positive(+) effe- ct on the correlation between TL and OC. However, this study has revealed that it is not significant at individual consideration but has a strong and positive effect on charisma and intellectual stimulus, which is an outcome very different from that of Lee(1994) and impli- cates charisma may have another relationship with leadership and OC depending on the properties of research objects.While the objects of preceding researches were the employees of small businesses with the quantitative performance-goal, those at this study are christian college students volun- tarily sacrificing themselves for service to their organizations. Accordingly, this study has revealed that the leaders’ charismatic leader- ship will be intensely developed for more OC of those members and a leadership behavior of intellectual stimulus can be a very useful tool. Second, this study has found that the emo- tional commitment has no significant effe- ct on the relationship between trust and OC and that the cognitive trust has a significant effect on OC and in particular, and it has revealed emotional trust has a strong and positive effect on emotional commitment, which impli- cates that when members have the same opinion on any value of higher dimension and definite vision or philosophy, they can be drawn to more dynamic OC through the lea- dership presenting clear vision, philo- sophy and direction.Third, this study has also found that the trust on the relationship between TL and OC has a significant mediating effect on emotional commitment, which indicates that leaders 
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should be equipped with the attitude of making efforts and taking initiatives for self- development needed to materialize the pro- motion and raise of ability, integrity and benevolence which are all factors to secure members’ trust for their more effective OC. Especially, since the groups of christian college students aim at the qualitative advance which requires ethics and morality, their trust on their leaders can’t be emphasized too much. This is because those industrial fields aiming at quantitative goals are based on the trust on the ability to achieve certain performance while in any religious communities or organi- zations the trust on leaders’ ethics and thou- ghts is the ground for judgment.Since this study has been carried out with those objects of missionary groups with Chri- stian idea, its findings may be different from those of preceding researches in some res- pects. Moreover, the members will be able to regard their leader not as a simple manager with independent leadership but subject to their own supervisors presenting absolute philosophy or vision to them. These can be pointed out as limits of this study, but since preceding studies tended to be extremely quantitative and focused on factors in the past, this study is very novel and meaningful in that it has verified the correlation between organi- zation leaders and their members on the basis of qualitative and motivating factors. Conse- quently, this study is expected to make a great contribution to future researches on correla- tions of NGOs or any other organizations simi- lar to them.

References 

Alfred, D. Chandler, Jr. (1962), Strategy and Structure, Cambridge, MA: MIT Press. 343. Avolio, B. J. & B. M. Bass (1995), "Industrial Consideration Viewed at Multiple Le- vels of Analysis: A Multi-level Frame- work for Examining the Diffusion of Transformational Leadership, The Lea- dership Quarterly, Vol.6, No.2, 199- 218. Bass, B. M. (1985), "Leadership: Good, Better, Best," Organizational Dynamics, Win- ter. 227-241.Boon, S. D. & J. G. Holmes (1991), “The Dyna- mics of Interpersonal Trust: Revolving Uncertainty in the Face of Risk,” in R. A. Hinde & J. Groebel(eds), Cooper- ation and Prosocial Behavior, Cam- bridge University Press. 78-92.Boss, R. W. (1978), "Trust and Managerial Pro- blem Solving Revisited Group" Organi- zational Studies, Vol.3 No.3, 331-342.Buchanan, Bruce (1974), "Building Organi- zational Commitment: The Sociali- zation of Managers in Work Organi- zations," Administrative Science Quar- terly, Vol.19, 533-546.Chae, Seo-Il, Jong-Byum Kim and Sung Heun (1992), Statistics Analysis By SPSS/pc, 2nd, Seoul. Hanhynsa, 546.Cherrington, D. J. (1994), Organizational Be- havior, Allyn and Bacon. New Work. 343.Cook, J. & T. Wal l(1980), "Attitude Measures of Trust, Organizational Commitment and Personal Needs Fulfillment," Jour- nal of Occupational Psychology, Vol. 53.39-52. Drucker, Peter F. (1974), "New Templates for 



Transformational Leadership, Organizational Commitment, and Mediating Effect of Trust 17

Today's Organizations," Harvard Busi- ness Review, Vol.52, No.1(January- February), 45-53. Engstom, W. & R. Alec Mackenzie (1974), Ma- naging Your Time, Grand Rapids : Zon- dervan Publishing House. 245.Gardner, John (1979), "Organizational Survi- val: Overcoming Mind-Forged Mana- cles," in J. F. Veiga & J. N. Yanouzas, The Dynamics of Organization Theory: 143-153.Greiner, Larry E. (1972), "Evolution and Revo- lution as Organizations Grow," Har- vard Business Review, Vol. 50, No.4 (July-August), 37-46. Hellriegel, D. & J. W. Slocum, Jr .(1992), Mana- gement, 6th ed, Addison Wesley Pub- lishing Company. 255Haubert, K. & B. Clinton (1990), The Joshua Portrait: A study In Leadership Deve- lopment, Leadership Transition, and Destiny Fulfillment, Pasadena: Publi- shing by Barnabas. 177. Kim, Byung-Jik & Ji-Yeun Kim (2012), “A Study on the Mediating Variance between Transformational Leadership and Or- ganizational Commitment,” The Jour- nal of Business and Economics, Vol.28, No.4, 211-239.Kim, Hag- Shik & Young Kim (2001), SPSS 10.0 Manual, Seoul. Beobmoonsa, 276-279.Kim, Jung-Wan & Chung-Nam Kim (2002), “Effects of Transformational Leader- ship on Athletics' Trust, Identification with Leader and Sports Behavior,” Ko- rean Journal of Sport Psychology, Vol. 13. No.3, 43-64. Kim, Soo-Gyum & Nam-Son Hong (2015), “The Influence of Transformational and Au- thentic Leaderships on Organizational Performance of a Small or Medium 

Business,” Korean Journal of Business Administration, Vol. No. 9, 2325-2349.Kim, Sung-Eun (2009), The Study on the Rela- tionships between Leader's Emotional Intelligence, Organizational Justice, Trust and Organizational Effective- ness: Focused on Examining Affect and Cognition-based Trust(Doctoral Diss- ertation)“, Korea University, 79-84.Kim, Young-Ho (2002), Empirical Research on Correlation between Transformatio- nal, Transactional Leadership and Organizational Commitment(Master‘s Theses), Korea University. 34.Kim, Youn-Sook (2014), The Effects of the Transformational Leadership of Civil Society Organization on Organizational Effectiveness: Focused on the Inter- mediary Effects of Trust in Organi- zation(Doctoral Dissertation), Han- yang University, 78.Lawrence, F (1974), "The Move Toward a Multi-Divisional Structure in European Organizations," Administrative Science Quarterly, 493-506.Lee, Deog-Ro (1994), “A Study on the Effect of Transformational and Transactional Leadership on Followers' Extra Effort, Job Satisfaction, and Organizational Commitment,” The Korean Journal of Human Resource Management, Vol.18. 217-239.Lee, Kwang-Jae (1993), A Study on Influences of Between Leadership Style and Sati- sfactional Degree of Members(Doc- toral Dissertation), DeaGu University, 102.Lewis, J. D. & A. Weigert (1995), "Trust as a Social Relationship," Social Forces, Vol. 63: 4, pp.24-59.Lippitt, G. L. & W. H. Schmit (1967), "Crises 



Asia-Pacific Journal of Business   Vol. 7, No. 2, December 201618

in a Developing Organization," Har- vard Business Review, Vol.45 No.6 (Nov.-Dec.), 103~109. McAllister, D. J.(1995), "Affect-and Cognition- based Trust as Foundations fo Inter- personal Cooperation," Academy of Management Journal, February, 25.Meyer, J. P., Allen, N.J., & Smith, C.A. (1993). “Commitment to Organizations and Occupation: Extension and test of Three-Component Conceptualization,” Journal of Applied Psychology, Vol.78, pp.538~551.Meyer, Davis, & Schoolman (1995), "An Inte- grative Model of Organizational Trust," Academy of Management Review, 20 (3), 709-734.Mintzberg, H .(1979), The Structuring of Orga- nizations, Englewood Cliff, NJ: Prentice Hall.Mishra, A. K. (1996), Original Response To Crisis: The Centrality Of Trust, In R. M Krame & T. R. Tyler(Fds). Trust In Organization: Frontiers Of Theory And Research Thousand Oaks, CA: Sage, 261-287. Park, Chan-Kyu (1999), Research on Prece- dence Factor and Result Variable of Organization Identity (Doctoral Dis- sertation), Korea University. 94-95.Pfeffer, J. & G. R. Salancik (1978), The External Control of Organizations, New York: Harper & Row. 237Podsakoff, P. M., Mackenzie, S. B., & Fetter, R . (1990) “Transformational Leader Behaviors and their Effects on Fol- lowers' Trust in Leader, Satisfaction, and Organizational Citizenship Beha- vior,” Leadership Quarterly, Vol.1: 107-142.Rowe, A. J,. R. O. Mason & K. Dickel. (1982), 

Strategic Management and Business Policy, MA: Addison-Wesley. 344-345.Salter, Malcomb (1970), "Stages of Corporate Development," Journal of Business Policy, Vol.1, 40-57.Scott, B. R .(1971), Stages of Corporate Deve- lopment-Part 1, Case No.9-371-294, Boston; Inter-Collegiate Case Clearing House, Harvard Business School. 276.Scott, Bruce R. (1973), "The Industrial State: Old Myths and New Realities," Harvard Business Review, Vol.51, No.2(March- April), 133-148. Song, Byung-Sik & Sung-Don Ko (2001), “The Moderating Effects Followed by Expe- riential Learning between Leadership, Organizational Commitment and Em- powerment,” The Korean Journal of Human Resource Management, Vol.24. No.2, 169-171.Stogdill, R. M. (1974), Handbook of Lea- dership; A Survey of Theory and Re- search, N.Y.: Free Press. 127.Whetton, David A. (1980), Sources, Responses, and Effects of Organizational Decline, in John Kimberly & Robert H. Miles, The Organizational Life Cycle; Issues in the Creation, Transformations, and De- cline of Organization, San Francisco; Jessey-Bass. 356.Whitener, E. M., S. E. Brodt, M. A. Korsgaard & J. M. Werner (1998), "Managers as initiators of trust: An exchange rela- tionship framework for understanding managerial trustworthy behavior," Academy of Management Review, Vol.23. 174-175.You, Seung-Dong (2001), “The Relationship between Transformational Leadership and Empowerment: The Mediating Ro- le of Trust,” The Korean Journal of Hu- 



Transformational Leadership, Organizational Commitment, and Mediating Effect of Trust 19

man Resource Management, Vol.24. No. 2, .196-207.Yukl, G. A. (1989), "Managerial Leadership; A Review of Theory and Research," Jour- nal of Management, Vol.15 No.2, 251- 252. Zajonc, R. B. (1980), "Feelings and Thinking: Preferences Need no Inferences," Ame- rican Psychologist, Vol.35, 151-157.


