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Abstract 

This study aims to investigate the impact of managers’ transformational leadership on 
employees’ quality of work life through the mediation effect of firms’ climate of trust in 
the hospitality industry. The study was conducted with operational employees work-
ing in three-star hotels in Bangladesh. Data were gathered from 186 respondents by 
a structured questionnaire and analyzed by SPSS 21 and SmartPLS 3.0 software. To 
test the hypothesized model, the study used a partial least squares structural equa-
tion model (PLS-SEM) by SmartPLS 3.0. The results of this study revealed the strong 
direct effects (p < .05) of managers’ transformational leadership (β = 0.433) and firm’s 
trust climate (β = 0.183) on the employees’ quality of work life with a variance (R2) of 
31.9%, and also the significant impact of managers’ transformational leadership (β = 
0.599) on firm’s trust climate with a variance (R2) of 35.9%. The study also exposed a 
significant mediation effect (p < .05) of firms’ climate of trust (β = 0.112) in the re-
lationship between managers’ transformational leadership and employees’ quality of 
work life. The findings suggest that a trust climate is such an internal mechanism that 
can convert transformational leadership practices into employee satisfaction with their 
professional life, while transformational managers can build the climate as well as en-
rich people’s lives at work. 
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INTRODUCTION

Healthy life at work and satisfaction with the work life of employees 
have been recognized as important aspects of the firms’ success (Adisa 
& Gbadamosi, 2019; Dechawatanapaisal, 2017; Sari et al., 2019). Quality 
of work life (QWL) contributes to the service providers’ happiness with 
their work as well as to customer satisfaction, as Burtson and Stichler 
(2010) indicated. An effective QWL program satisfies employee needs 
and humanizes jobs by enriching working conditions, thereby, quali-
ty of work life benefits employees’ overall life (Sirgy et al., 2001). Thus, 
numerous studies have been undertaken to discover the influential 
factors of people’s work life quality. Supervisory/managerial/leader-
ship style and support from the managers are identified as important 
predictors of work life quality (Adeyemo et al., 2015; Gillet et al., 2013; 
Nanjundeswaraswamy & Swamy, 2015), although these investigations 
are not sufficient in the service-providing industry (Kara et al., 2018), 
where firm’s success mostly depends on employee performance. 

In the intensified competition of the global market, employees who 
deal with diversified customer demands for attaining sustainable 
competitive advantage are considered key factors in the service in-
dustries. People spend an important time of their whole life for their 
job (Akman & Akman, 2017), explicitly, to improve and maintain the 
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firms’ service quality. On the other hand, service-providing entities require self-responsive employees 
to ensure the highest level of customer satisfaction (Gillet et al., 2013). Research, however, indicated 
that employees engaged in the service industries do not enjoy their work lives that even hinders cor-
porate performance (Eom et al., 2019; Gordon et al., 2019). Researchers accentuated transformational 
leadership behavior as a mechanism of management in understanding employee satisfaction in their 
work life quality (Akar & Ustuner, 2019; Gillet et al., 2013; Kara et al., 2018). From the employees’ point 
of view, they feel secured and respected at work when supervisors/managers practice transformational 
behaviors (Wang et al., 2011). It is a critical corporate approach to contribute to staff (skill and career) 
development (Bass & Avolio, 2000; Nam & Park, 2019), job satisfaction and retention intention (Eom et 
al., 2019), and their well-being (Clarke et al., 2015; Jacobs et al., 2013). 

In addition to enrichment of employees’ work life quality, transformational leadership has implica-
tions for creating shared and mutual trust in the organization (Lin et al., 2016). Since transformational 
managers articulate the charismatic vision, thereby, followers can acquire knowledge about all other 
people and the overall firm, which ultimately develops their self-confidence, facilitates team spirit, and 
creates a pleasant organizational climate (Yue et al., 2019). Besides, due to having a high concern about 
the followers’ risks and uncertainties, transformational leaders are reliable to them (Afsar & Masood, 
2018). Furthermore, transformational behaviors produce more interactions among people that revive 
the notion of mutual trust (Gill & Sypher, 2010). The charismatic influence of transformational manag-
ers builds employee trust in them and encourages people to perform beyond their expectations, conse-
quently, when managers observe this, it also builds managers’ trust in the workforce (Sun et al., 2014). 
However, shared and mutual trust among employees and managers contributes to the enrichment of 
employees’ work life (Cascio, 1992; Shaw, 2005). 

Previous studies emphasized the role of transformational leadership and trust (Li et al., 2019; Lin et al., 
2016; Yue et al., 2019), although they do not provide enough idea of how managers’ transformational lead-
ership behaviors and firm’s climate of trust (CT) could jointly impact the subordinates’ work life. These 
multiple practices of an institution might have different impacts on individuals’ work life, if they are taken 
together. Besides, there is a lack of understanding about the consequence of transformational leadership, 
when a firm practices transformational behaviors to enrich employees’ work lives through developing a 
trust climate inside the organization. Moreover, only a few studies focused on employees’ work life issues 
in the hospitality industry, more specifically, in the developing and under-developed country context. 

The work life experience of hospitality employees is not satisfactory (Gordon et al., 2019) since they 
are engaged for long working hours and irregular shift works while having job insecurity too (Arefin 
et al., 2020; Gordon et al., 2019). In these work settings, hospitality people can not even balance their 
family/personal life and professional life that adversely affects their performance. The hospitality indus-
try, therefore, faces the challenge of high employee turnover that results in high labor (turnover) costs, 
which is burdensome for the firms (Arefin et al., 2020; Eom et al., 2019). 

1. LITERATURE REVIEW  

AND HYPOTHESES

1.1. Transformational leadership

The transformational leadership theory defines 
a transformational leader who “seeks to satis-
fy higher needs and engages the full potential of 
the follower” (Burns, 1978). The leader inspires 

and supports followers’ skills and abilities, builds 
their confidence, and aligns the organizational 
goals with the followers’ (personal) interests (Bass, 
1985). A transformational leader has a high level of 
competence and vision to achieve organizational 
success, can motivate followers to respond enthu-
siastically, and is devoted to achieving the goals 
(Keller, 2006). When a leader performs trans-
formational behaviors, s/he can positively affect 
the followers’ self-efficacy to do a task, which in 
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turn boosts people’s well-being (Eom et al., 2019). 
Numerous studies have inspected the impacts of 
transformational leadership and found it to be 
positively linked to employee outcomes, for in-
stance, work engagement (Valldeneu et al., 2021), 
work behavior (Supriyanto et al., 2020), and job 
performance (Donkor et al., 2021). The reason be-
hind these favorable effects may be the fact that 
when a transformational leader communicates the 
organizational vision(s) to the followers, they can 
realize how their presence (contributions) are stra-
tegically important to the organizational perfor-
mance which leads to their organizational behav-
ior and job performance. 

1.2. Quality of work life

The term ‘quality of work life’ for the first time was 
pointed out by Walton (1975), as the quality of hu-
man experience at the workplace. At that time, the 
QWL program was intended to improve the work 
environment, while employer-employee relations 
and product quality were emphasized for attain-
ing a competitive advantage. Considering these 
issues, Walton (1975) defined QWL as an organ-
izational process of introducing and implement-
ing mechanisms that allow people to actively par-
ticipate in organizational decisions for designing 
their work lives. Early in the new century, Sirgy et 
al. (2001) defined the concept QWL as “employ-
ee satisfaction with a variety of needs through re-
sources, activities, and outcomes stemming from 
participation in the workplace”. This definition 
emphasizes the quality of an individual’s overall 
(work and non-work) life. Other experts also sup-
port the term ‘quality of overall life’, for example, 
Martel and Dupuis (2006) explained QWL as the 
association between the job factors and the quality 
of an individual’s life. 

In recent times, researchers explained QWL as 
employees’ comfort feeling at the workplace 
(Hermawati et al., 2019; Monzani et al., 2016; 
Nayak & Sahoo, 2015), and also the degree of hap-
piness that comes from their career (Kiriago & 
Bwisa, 2013; Wisnom & Gallagher, 2018). Thus, in-
dustrial psychologists and management specialists 
commonly agreed that QWL is all about employ-
ee wellbeing. Kwahar and Iyortsuun (2018) opined 
that the definition of QWL depends on the indus-
try nature and the firm’s working environment, 

thereby, they explained QWL, in the hospitality 
industry context, as the way of humanization of 
the work environment in terms of job character-
istics, physical work settings, social relationships, 
remuneration and benefits, management systems, 
and employee relations.

1.3. Transformational leadership  
and quality of work life

The literature on the impacts of transformation-
al leadership that focus on employee outcomes is 
also growing. Jurado et al. (2018), for instance, ex-
posed the importance of transformational leader-
ship styles for promoting employee wellbeing in 
the healthcare sector. Similarly, in the ICT sector, 
Jacobs et al. (2013) found that transformational 
leaders communicate the meaningfulness of the 
job to the employees that facilitate employee well-
being. Transformational leadership behaviors are 
also found associated with IT professionals’ work 
life, job satisfaction, and retention intension (Eom 
et al., 2019). Accumulated evidence demonstrates 
the positive association of transformational lead-
ership with the aspects of people’s work life quali-
ty. However, the knowledge about the “black-box” 
through which transformational leadership influ-
ences employee happiness with their work life is 
not adequate. 

Past studies have investigated the impact of trans-
formational leadership on the firm as well as em-
ployee outcomes through different intervening 
factors to explore the internal mechanisms of this 
construct. For instance, Munir et al. (2012) in-
dicated the mediation effect of work-life conflict 
between transformational leadership style and 
psychological wellbeing of the Danish healthcare 
personnel. Another study revealed the intervening 
role of organizational justice and organizational 
support between the administrators’ transforma-
tional leadership behavior and faculties’ quality 
of work life in the educational institutions (Akar 
& Ustuner, 2019). Furthermore, Lin et al. (2016) 
exposed the mediation effect of trust climate of 
the top management team between CEOs’ trans-
formational leadership and team performance in 
the Vietnamese economy. Upon considering the 
work life issues of hospitality employees, the pres-
ent study expects that firm’s climate of trust can 
mediate the aforesaid relationship.
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1.4. Climate of trust

Organizational climate is meant by the collective 
perceptions of people about the working policies 
and practices, and the expected type of behavior at 
the workplace (Schneider et al., 2013). According 
to Bass’s (1985) assumption of the outcomes of 
transformational leadership behaviors, this study 
emphasizes trust climate. Trust means believing 
and expecting that other person(s) will perform 
a specific function for the trustor when monitor-
ing and controlling their actions are not possible 
(Mayer et al., 1995). As for the climate of trust, it is 

“the aggregate perception of trustworthiness that 
team members have about one another” (Langfred, 
2004). In the trust climate research, several organ-
izational outcomes have been observed such as 
job security (Jiang & Probst, 2015), employee re-
lations (Sahoo & Sahoo, 2019), firm performance 
(Lin et al., 2016), and corporate competitive ad-
vantage (Fainshmidt & Frazier, 2017). Moreover, 
climate of trust is positively associated with em-
ployee-focused outcomes, for instance, job satis-
faction (Flaherty & Pappas, 2000) and employee 
wellbeing (Leat & El-Kot, 2009), while it is nega-
tively linked to employees’ turnover intention and 
burnout (Jiang & Probst, 2015).

1.5. Climate of trust as a mediator

Transformational leaders encourage individuals 
in moving out of their comfort zones and solving 
challenges in novel ways, which can expose peo-
ple to new cognitive domains and enhance shared 
ideas of mutual trust (Schaubroeck et al., 2011). 
However, research on the effectiveness of leadership 
has undoubtedly given less attention to the impor-
tance of trust climate than it might have, although 
transformational leaders generate and nurture mu-
tual trust among the organizational members (Bass, 
1985). In a recent study, the climate of trust has been 

observed as one of the fundamental organizational 
factors in terms of the relations between transfor-
mational leadership and positive team outcomes 
(Lin et al., 2016). Therefore, more investigations 
into the impact of transformational leadership on 
trust climate and the impact of trust climate on em-
ployee outcomes are necessary. Provided that, trust 
climate has been established as an obvious outcome 
of transformational leadership practices as well as 
a significant predictor of team members’ optimal 
functioning. Thus, this study proposes that climate 
of trust can be an intervening factor between man-
agers’ transformational leadership and personnel’s 
quality of work life. 

1.6. Theoretical framework  
and hypotheses

The theoretical framework of the current study is 
proposed based on the notion of the transforma-
tional leadership theory of Burns (1978) and Bass 
(1985) that would illustrate the influence of trans-
formational leadership on trust climate and quality 
of work life. Transformational leaders can build a 
supportive climate of a working team and encour-
age teamwork by developing trust and respect in 
the team members (Bass et al., 1987; Isaksen, 1983). 
Through utilizing a large and diverse set of samples, 
scholars validated the favorable outcomes of trans-
formational leadership on employee satisfaction 
(Bass, 1990; Bass & Avolio, 1993; Pillai, 1995). 

Therefore, this study proposes a research mod-
el (Figure 1) that would provide new insights in 
building a climate of trust in the organization 
and enriching staffs’ work life quality. This study 
intends to empirically examine the proposed re-
search model by testing the following hypotheses:

H1: Transformational leadership has a positive 
impact on the quality of work life.

Figure 1. Research model

Climate of trust

Transformational 
leadership

Quality of work life

H2

H1

H3

H4: TL→CT→QWL
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H2: Transformational leadership has a positive 
impact on climate of trust.

H3: Climate of trust has a positive impact on the 
quality of work life.

H4: Climate of trust has a mediation effect in the 
relationship between transformational lead-
ership and the quality of work life.

2. METHODS

In this study, a cross-sectional survey was under-
taken through a self-administered questionnaire 
containing 45 items adapted from the previously 
established scales. To measure the quality of work 
life, thirty-four items were taken from Kwahar and 
Iyortsuun (2018). The construct transformational 
leadership was measured by seven items of Bass and 
Avolio (2000). Finally, four items were taken from 
Huff and Kelley (2003) for measuring the climate of 
trust. Responses were collected on a five-point Likert 
scale (1 represents “strongly disagree” and 5 repre-
sents “strongly agree”). 

300 questionnaires were delivered among the full-
time operational employees of the three-star hotels 
in Bangladesh during May–June 2021. In all, 197 
filled-up questionnaires were returned, while 11 
were dropped due to incompleteness, and finally, 186 
responses were accepted for analysis with a response 
rate of 62%. 

The collected data were processed and analyz-
ed by SPSS version 21 and SmartPLS 3.0 software. 
Respondents’ demographic profiles and the descrip-
tive statistics of the study variables were analyzed by 
SPSS 21. Afterward, this study assessed the measure-
ment model and structural model using PLS proce-
dures. Furthermore, to test the hypotheses and ob-
serve the mediation effect, a bootstrapping function 
(2,000 resamples) was generated using SmartPLS 3.0.

3. RESULTS

3.1. Demographic analysis

The sample (n = 186) of the current study con-
sisted of about 66.7% male and 33.3% female re-

spondents. Respondents mostly were in the 35–44 
age group (37.1%), followed by the 25–34 group 
(35.5%), 18–24 group (17.2%), 45–54 group (9.7%), 
and 55–65 group (0.5%). The majority of the re-
spondents were married (68.8%), whereas 22.6% 
were unmarried, 3.2% were separated, 4.3% 
were widowed and 1.1% were divorced. In terms 
of education, most respondents had graduation 
(48.3%), while 25.3% had post-graduation, 22.6% 
had professional certification (diploma, etc.), and 
3.8% had a higher secondary certificate. The re-
spondents were engaged in various operational 
divisions, such as housekeeping (30.6%), food and 
beverage production (17.2%), food and beverage 
service (31.2%), leisure and lifestyle (12.4%), and 
the front office (8.6%). In terms of categories of the 
respondents’ positions, 11.3% were holding assis-
tant manager level positions, 25.2% executive-lev-
el positions, 28% supervisor level positions, and 
35.5% rank-and-file level positions. Among the 
respondents, the largest group (40.9%) had 6 to 10 
years of job experience, while 28% had 1 to 5 years, 
21.5% had 11 to 15 years, and 9.7% had more than 
15-years of job experience. 

3.2. Descriptive and correlation 
analysis

The score of mean and standard deviation repre-
sents the general perceptions of the respondents. 
For this reason, this study conducted a descrip-
tive analysis to obtain the scores of the mean and 
standard deviation of each construct (quality of 
work life, transformational leadership, climate of 
trust). Since the responses were measured on a five-
point scale, a mean score nearer to five is termed as 
high agreement, whereas low agreement is meant if 
the score is nearer to one. In this study, for all three 
constructs, the mean score was above 3 that indi-
cates the consistency of the results. Furthermore, 
the dispersion value for all the variables was lower 
than 1, which was the desired result of the study. 

This study also performed a correlation analy-
sis to observe the coefficients between the quali-
ty of work life, transformational leadership, and 
climate of trust. The correlation coefficients con-
firmed that the variables are significantly correlat-
ed (p < 0.01) with each other. The scores of mean, 
standard deviation, and correlation are displayed 
in Table 1. 
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Table 1. Mean, standard deviation, and 
correlation coefficients

Constructs Mean SD QWL TL CT

Quality of work life 3.129 0.795 1

Transformational 
leadership

3.231 0.763 0.521** 1

Climate of trust 3.345 0.758 0.429** 0.586** 1

Note: ** means the correlation is significant at the 0.01 level 
(1-tailed).

3.3. Measurement model assessment

To assess the reliability and validity of the measure-
ment scales of the constructs, confirmatory factor 
analysis was carried out. The values of the measure-
ment model are presented in Table 2 and Table 3. 

3.3.1. Convergent validity

As suggested by Chin (1998), the factor load-
ings, composite reliability (CR), Cronbach’s 
alpha (α), and average variance extracted (AVE) 
are used for assessing the convergent validity. 
Table 2 (Figure 2) exhibits the scores of CR, 

α, and AVE of all the constructs. The fac-
tor loadings above the recommended value 

of 0.6 were retained (Chin, 1998). Thus, the 
items QWL2, QWL21, QWL27, QWL30, and 
QWL33 with low loadings were subsequent-
ly dropped from the model (see Appendix A). 
Moreover, CR and α met the minimum cut-off 
values (0.7), and AVE was higher than 0.5 for all 
the constructs. Thus, the results determined that 
the constructs met the requirement of reliability 
and convergent validity (Fornell & Larcker, 1981).

Table 2. Reliability and convergent validity

Construct α CR AVE

Quality of work life 0.972 0.974 0.567

Transformational 
leadership

0.912 0.930 0.655

Climate of trust 0.865 0.908 0.712

3.3.2. Discriminant validity

This study subsequently evaluated the discriminant 
validity of the model using the indicators’ cross-load-
ings and the Fornell–Larcker criterion, as of Hair et 

Figure 2. Measurement model
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al.’s (2017) suggestion. The cross-loading results in-
dicated that the outer loadings of all the indicators 
with their corresponding constructs were greater 
than the cross-loadings with other constructs (see 
Appendix A). In addition, as per the suggestion of 
Fornell and Larcker’s (1981) criteria, the correlations 
between the constructs and the square root of AVE 
of all the constructs were compared. Results exhib-
ited (Table 3) that the square root of AVE (diago-
nal) was higher than the correlation (off-diagonal) 
of each construct, which indicated that all the con-
structs display necessary discriminant validity (Hair 
et al., 2017). Therefore, the measurement model is 
considered satisfactory.

Table 3. Discriminant validity

Construct QWL TL CT

Quality of work life (0.753)

Transformational leadership 0.545 (0.809)

Climate of trust 0.446 0.599 (0.844)

Note: Values in parentheses represent the square root of AVE, 
and other entries represent the correlations.

3.4. Structural equation model 
analysis

The hypotheses were tested using the bootstrap-
ping function with 2,000 bootstrap samples and 
the results were exhibited in Table 4. Based on the 
assessment of the path coefficients (referring to 
Figure 2 and Figure 3), the two hypothesized re-
lationships H1 (t = 5.686), and H3 (t = 1.935) were 
found to have a t-value above 1.645 (one-tailed), 
thus significant at 0.05 level of significance (Hair 
et al., 2017). Specifically, hypothesis 1 (β = 0.433, 
p < 0.05) indicated that transformational lead-
ership strongly impacts the quality of work life. 
Similarly, the result of hypothesis 3 also showed 
that climate of trust (β = 0.187, p < 0.05) has a sig-
nificant influence on the quality of work life. Thus, 
H1 and H3 were accepted. The results suggested 
that both transformational leadership and climate 
of trust have significant direct effects on the qual-
ity of work life. Both the exogenous constructs ex-
plained 31.9% of the variance in quality of work 
life. The value of R2 (0.319) was greater than 0.26 
indicating a substantial model (Cohen, 1988). 

Furthermore, in support of hypothesis 2, the re-
sult exposed that transformational leadership 

(β = 0.599, t = 11.234, p < 0.05) has a considera-
ble influence on climate of trust. So, H2 was al-
so accepted. Besides, transformational leadership 
explained 35.9% of the variance in climate of 
trust. The value of R2 (0.359) was greater than 0.26, 
which indicated a substantial model, as suggested 
by Cohen (1988).

Finally, the result showed that the indirect effect 
of employee empowerment on quality of work life 
(TL→CT→QWL) with β = 0.112 (t = 1.863, p < 0.05) 
is significant. So, H4 was accepted.

Table 4. Hypothesis testing

Hypothesized 

relationship
Std. 

Beta

Std. 

Error
t-value p-value Decision

H1: TL→QWL 0.433 0.076 5.686 0.000** Accepted

H2: TL→CT 0.599 0.053 11.234 0.000** Accepted

H3: CT→QWL 0.187 0.097 1.935 0.027** Accepted

H4: TL→CT→QWL 0.112 0.060 1.863 0.031** Accepted

Note: ** means level of significance at p < 0.05. 

3.5. Mediation effect analysis

To verify if the climate of trust has a mediation 
effect in the relationship between transforma-
tional leadership and quality of work life, the 
indirect effects of the variables were checked 
using the bootstrapping function with 2,000 
bootstrap samples (Table 5). Besides, the con-
fidence intervals of the indirect path were ob-
served (Table 5), as of Hair et al.’s (2017) recom-
mendation. There is no zero between the confi-
dence intervals (lower limit and upper limit) in 
terms of the relationship based on the t-value. 
Furthermore, the indirect and the direct effects 
of transformational leadership on quality of 
work life are found significant, it indicates that 
climate of trust can partially mediate the afore-
mentioned relation (Ramayah et al., 2018).

Table 5. Mediation effect testing 

Hypothesized 

relationship t-value p-value 5% LL 95% UL Decision

H4: TL→CT→QWL 1.863 0.031** 0.018 0.217 Accepted

Note: ** means level of significance at p < 0.05. The 
hypothesis is supported when there is no zero between LL 
and UL.
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4. DISCUSSION

The objectives of this study were to examine the im-
pact of managers’ transformational leadership on 
employees’ quality of work life and the mediation 
effect of climate of trust in this relation in the con-
text of the hospitality industry of Bangladesh. Even 
though prior research asserted the positive influence 
of different leadership styles in enriching individu-
als’ work life quality, there is still a lack of knowledge 
about how the transformational leadership practices 
in hospitality firms affect employees’ work life. Thus, 
this study investigates the role of hospitality firms 
in enhancing the quality of people’s work lives. Also, 
based on the relevance of a firm’s trust climate with 
transformational leadership (Li et al., 2019; Lin et al., 
2016; Yue et al., 2019), this study approaches the cli-
mate of trust and questions how this climate impacts 
employees’ work life quality.

This study conducted a cross-sectional survey 
among the operational employees engaged in the 
three-star hotels of Bangladesh. The results pre-

sented four major findings that are aligned with 
the hypotheses of this study. Firstly, the results 
confirmed that transformational leadership (H1) 
has a strong effect on the quality of work life. The 
finding is consistent with the literature revealing 
that transformational leadership enriches employ-
ees’ work life quality (Eom et al., 2019; Gillet et 
al., 2013; Kara et al., 2018). These studies exhib-
ited how the practices of transformational lead-
ership stimulate employee happiness in their life 
at work. Secondly, a significant influence of trans-
formational leadership on the firm’s trust climate 
(H2) was found in this study. This finding sup-
ports the previous similar studies that highlighted 
transformational leadership as a predictor of a cli-
mate of shared and mutual trust at the workplace 
(Li et al., 2019; Lin et al., 2016; Yue et al., 2019). 
Transformational leaders care for employees, re-
duce their risks and uncertainties, and boost their 
self-confidence, thereby, employees confidently 
rely on the managers and also on others. That is 
how a climate of trust is generated in a firm that 
nurtures people’s trust. Thirdly, the result of this 

Figure 3. Bootstrapping results
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study revealed hospitality firms’ trust climate (H3) 
as a strong predictor of the quality of work life of 
people. This finding corroborates previous simi-
lar study findings (Blömeke et al., 2015; Jiang & 
Probst, 2015; Sale, 2006; Van der Berg & Martins, 
2013). A working environment having a high de-
gree of shared and mutual trust creates employee 
happiness at work and satisfaction in work life. 

Finally, the study found (H4) the mediation ef-
fect of trust climate in the relationship between 
transformational leadership and quality of work 
life. The direct effect (TL→QWL) of transforma-
tional leadership on quality of work life was (t = 
5.686, p = 0.000) significant and the indirect effect 
(TL→CT→QWL) was also (t = 1.863, p = 0.031) sig-
nificant. It indicated that climate of trust absorbed 
only part of the direct effects of transformational 
leadership. When both the effects of a variable on 
another variable are significant, it represents par-
tial mediation (Ramayah et al., 2018). So, the me-
diation effect of climate of trust was partial in the 
relationship between transformational leadership 
and quality of work life. It has been found that the 
climate of trust mediates the relationship between 
organizational justice, conflict management, and 
employee relations (Sahoo & Sahoo, 2019), and the 
relationship between transformational leadership 

and corporate success (Lin et al., 2016). The finding 
of the present study supports the results of these 
prior studies (Lin et al., 2016; Sahoo & Sahoo, 2019).

This study contributes to the transformational lead-
ership theory. Since, transformational leadership 
influences a firm’s trust climate that further im-
pacts employees’ work life, managers need to design 
effective transformational leadership practices that 
will improve employee perceptions of life at work. 
Moreover, the study findings suggest that hospital-
ity firms’ transformational leadership is one of the 
dominating areas that can contribute to employees’ 
work life as well as the firm’s trust climate. By the 
tenets of an organization, this study asserts that 
hospitality employees are independently respon-
sive personnel when they get proper supervision 
and caring from their leaders. Additionally, the 
elements of transformational leadership contrib-
ute to the employees’ work life as well as personal 
life quality. The findings also suggest that people’s 
work life quality is not only dependent on organi-
zational success, but it also depends on a hospitality 
firm’s endeavors and managers’ intentions to take 
care of the satisfaction and wellness of its workforce. 
Therefore, this study establishes a critical aspect of 
company-initiated antecedents for multifaceted 
satisfaction outcomes of hospitality employees.

CONCLUSION

The study explains the impact of transformational leadership on the quality of work life, and exposes the 
mediation effect of trust climate on the aforementioned relationship of the hospitality personnel in the 
developing country context. Results indicate the positive impact of transformational leadership on the 
quality of work life, and the presence of mediation effect of trust climate in that relationship. These find-
ings suggest the managers to practice the transformational leadership style for supervising the working 
people and to develop a climate of mutual trust where everybody can depend on others’ trustworthiness. 
By emphasizing these practices, firms can reinforce employee wellbeing, balanced work life, mutual re-
spect, and job satisfaction. On the other hand, when managers practice transformational behaviors in 
all aspects of subordinates and build a climate with a high level of shared and mutual trust, the quality 
of work life enhances and individuals’ satisfaction with life at work improves in consequence. Thus, 
people will be motivated to be creative and they will perform their extra-role behavior and meet the 
new challenges at work that will ultimately cause the accomplishment of sustainable corporate success.

This study attempts to indicate the organizational/managerial functions that can enrich employee per-
ception toward the work and work life as well. Since people are critical assets in the hospitality industry, 
they need a peaceful work life that can be ensured by proper care and value. Therefore, the present study 
offers an original and meaningful perspective through an empirical validation in improving the exist-
ing knowledge of the quality of work life with the integration of transformational leadership and climate 
of trust in the hospitality industry of Bangladesh. 
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This study also has some limitations. Firstly, the study was undertaken in three-star hotels. Thus, its 
scope could be extended in future research by incorporating diverse hospitality firms. Secondly, the 
study took into consideration a single country (Bangladesh). Future studies would consider the mul-
ti-country (developed, developing, and under-developed countries) context to validate the proposed re-
search model because managerial practices in employee issues can vary substantially country-to-coun-
try. Thirdly, the study findings shed light on the relevance of employee satisfaction in terms of their work 
life quality. Future research would investigate the organizational conditions that could assist or ham-
per the improvement of qualities of employees’ work life. Finally, the proposed research model would 
include employees’ socioeconomic status and job characteristics as the moderating variable in future 
analysis that may offer new perspectives.
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APPENDIX A

Table A1. Convergent validity and discriminant validity: Outer loadings and cross-loadings

Indicators/items Outer loadings
Cross-loadings

QWL TL CT

QWL1 0.756 0.756 0.375 0.256

QWL3 0.719 0.719 0.385 0.317

QWL4 0.601 0.601 0.338 0.219

QWL5 0.810 0.810 0.378 0.408

QWL6 0.810 0.810 0.398 0.271

QWL7 0.761 0.761 0.356 0.221

QWL8 0.827 0.827 0.441 0.307

QWL9 0.695 0.695 0.341 0.222

QWL10 0.813 0.813 0.501 0.391

QWL11 0.783 0.783 0.466 0.176

QWL12 0.720 0.720 0.349 0.139

QWL13 0.827 0.827 0.404 0.268

QWL14 0.815 0.815 0.336 0.422

QWL15 0.833 0.833 0.481 0.361

QWL16 0.749 0.749 0.439 0.477

QWL17 0.707 0.707 0.376 0.299

QWL18 0.846 0.846 0.492 0.446

QWL19 0.849 0.849 0.470 0.401

QWL20 0.795 0.795 0.530 0.408

QWL22 0.728 0.728 0.479 0.379

QWL23 0.745 0.745 0.378 0.379

QWL24 0.737 0.737 0.387 0.406

QWL25 0.767 0.767 0.432 0.320

QWL26 0.618 0.618 0.346 0.293

QWL28 0.738 0.738 0.328 0.190

QWL29 0.655 0.655 0.381 0.253

QWL31 0.677 0.677 0.404 0.226

QWL32 0.677 0.677 0.353 0.466

QWL34 0.701 0.701 0.385 0.527

TL1 0.754 0.303 0.754 0.423

TL2 0.829 0.395 0.829 0.474

TL3 0.849 0.420 0.849 0.612

TL4 0.870 0.536 0.870 0.483

TL5 0.716 0.239 0.716 0.383

TL6 0.816 0.567 0.816 0.427

TL7 0.820 0.525 0.820 0.549

CT1 0.805 0.287 0.481 0.805

CT2 0.843 0.310 0.471 0.843

CT3 0.896 0.340 0.586 0.896

CT4 0.827 0.537 0.476 0.827
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