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ABSTRACT
The pharmaceutical industry is one of the fastest-growing sectors in Bangladesh that requires committed and skilled employees to operate successfully. This research investigates the influence of training and development on employee commitment in relation to the Allen Meyers commitment scale. Here, employee commitment is divided into affective, continuous, and normative commitments, which represent the employee’s psychological relationship with the organization. A structured questionnaire with questions based on the Allen and Meyer Organizational Commitment Scale and training and development effectiveness measures was used to collect data on employees of selected pharmaceutical companies. The statistical tool Smart PLS 4.0 has been used to understand the impact. The outcome of this study is focused on the effectiveness of training and development with respect to the affective and normative commitment, while continuous commitment plays a moderate role. The finding reflects the strategic importance of ongoing learning and skills acquisition in enhancing employee retention and performance in an organization. The paper has provided useful ideas applicable to the HR personnel for the development programs that are not only effective in enhancing competencies but also in creating a loyal workforce needed to sustain growth in the pharmaceutical sector.
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1. INTRODUCTION
The rise of human resources (HR) in the modern global economy has advanced the height of the HR as a key driving force of organizational competitiveness, innovation and long-term performance in an organization. Organizations are becoming more aware of HR as a strategic ally that impacts the organization through subtle talent management, intentional leadership growth, and strict workforce management (Wang et  al., 2025). Successful HR practices can enable companies to hire, maintain, and train talented employees, to organize cross-cultural and cross-functional teams, to work under various regulatory frameworks, and to react quickly to the fast-changing technological and digital disruptions. The fact that organizations that use a strategic approach to HR are more likely to attain employee engagement levels, enhanced level of innovation, and improved levels of competitiveness has proven that the positive relationship between investment in HR and resilience to performance is indeed direct. The strategic salience of HR in Bangladesh has been on the increase with the economic transition of this country towards the knowledge-based and export-oriented industries that are not labor-intensive. The main areas are ready-made clothing, information technology, and business process outsourcing, which together incorporate workforce development, talent retention, and engagement as the key success factors of the organization. The pharmaceutical sector is especially able to satisfy almost all local needs and supply a number of foreign markets. This industry is characterized by the presence of knowledge-intensive and well-regulated environment in which highly qualified, strictly adherent, innovative and proactive workers should pursue the organizational goals.  

Training and development (T&D) programs are in this context inseparable HR tools. T&D initiatives are the organized attempts to improve knowledge, skills, and competency of employees and, therefore, help them to respond to the existing and upcoming organizational needs (Aguinis and Kraiger, 2009). T&D fosters technical skills, managerial competency, behavioral skills, and flexibility in the global platform, which enables employees to master multidimensional and dynamic work conditions. In addition, T&D has also increased regulatory compliance, enhanced innovation, operational efficiency, and the culture of constant learning in the pharmaceutical industry of Bangladesh. In addition to technical up-skilling, T&D transfers an organizational investment in employee development, thus developing a positive workplace atmosphere and enhancing employee engagement and retention. Employee commitment is one of the main results related to T&D which is a construct that summarizes the psychological attachment of the staff to the organization. The three-component model developed by Meyer and Allen (1991) outlines commitment in the terms of affective (emotional attachment and identification with the organization), continuance (understanding of the costs of quitting), and normative (perception of a moral or ethical duty to remain) commitment. The T&D programs have different impacts on these dimensions, such as the opportunity to grow, recognition, and skill development nurtures affective commitment; increasing career security and competence strengthens continuance commitment; signaling organizational investment supports normative commitment.

This paper will examine how the T&D programs influence the commitment of employees within Bangladeshi pharmaceutical organizations. In particular, it explores the manner in which an organizational support to employees through T&D creates engagement, loyalty, and desire to contribute towards organizational objectives. Although the importance of T&D is recognized, it has been identified that there is a gap in the research: a relatively limited number of studies in Bangladesh have examined how structured T&D consistently brings affective, continuance, and normative commitment, especially in sectors that are knowledge intensive, and regulated, e.g., pharmaceuticals. Social Exchange Theory (SET) is a good theoretical basis since it argues that perceived organizational support will be returned by the employee in terms of positive attitudes and behavior- high commitment, discretionary effort and loyalty (Eisenberger et al., 1986; Cropanzano and Mitchell, 2005). It has been indicated in the literature that the pharmaceutical employees experiencing a highly rated T&D support develop an increased emotional attachment, loyalty, and decreased turnover intentions.  In practical terms, the research can supply HR managers with information on how to design and carry out T&D programs that facilitate competence development in employees as well as encourage long-term commitment. Creating formal training programs in accordance with the outputs of T&D and career promotion, and in-built feedback systems, will improve the engagement, retention, and the performance of the organization, overall. Innovation will always be necessary in industry of knowledge like pharmaceuticals and staying competitive, responding to regulatory changes and innovation are the most important. In theory, the study makes the contribution to the scientific literature on HR and organizational behavior as the application of SET in the setting of the Bangladeshi pharmaceutical industry, as well as evaluating the effects of T&D on affective, continuance, and normative commitment simultaneously. Despite the existing literature on T&D and employee engagement as independent variables, only a limited amount of literature has questioned the three dimensions of commitment in relation to the influence of formal training programs in emerging economies. By filling this gap, the article provides a comprehensive system of knowledge on the linkages between T&D and workforce commitment, thus highlighting the relevance of human resource development in strengthening employee commitment in the pharmaceutical sector.
2. LITERATURE REVIEW
Employee Commitment (EC) within an organization is complexly linked to various factors (Chaudhary, 2023). Employee Commitment is an emotional attachment to and involvement with an organization, which gives the employee the desire to continue serving the organization and help achieve its objectives. Committed employees demonstrate strong belief in their organization’s values and objectives, are loyal towards their organization, and have moral commitment and desire to remain in the organization (Colquitt et.al. 2016). Loyalty, accountability, dedication, and faith in the organization are some of the elements of employee commitment (Diab & Ajlouni, 2015). Additionally, Training and Development Program (TDP) has been shown to be the most important factors of competitive advantage and employee retention (Özbek & Bozkurt 2020).  Training can be defined as a planned and a systematic effort to modify the behavior of the employees through learning events and activities in a direction that will achieve the organization’s goal and objectives (Kumar & Siddika, 2017).On the other hand, development is a systematic process of training and growth by which individuals gain and apply knowledge, skills and attitude to manage work in the organizations effectively (Kumar & Siddika, 2017). Development perspectives identify effective strategies to enhance Employee Commitment.
Allen & Meyers’s (1991) multidimensional commitment model with three attitudinal components have received particular attention among researchers to assess Employee Commitment. With this model employee’s Affective Commitment (AC), Continuance Commitment (CC), and Normative Commitment (NC) are measured. Research findings on Employee Commitment using attitudinal instruments have shifted significantly from the past to the present. In this context, it is necessary to review the literature and examine the factors that impact the effectiveness of training and development programs of the organization on their employee commitment. Training and development programs (TDP) are one of the most important pillars of human resource management. It is aimed at enhancing employees’ core competencies for improved organizational performance. Scholars have extensively examined the role of training and development in improving employee performance, recognizing its significance in enhancing productivity and organizational success (Olaniyan & Ojo 2018; Noe 2019; Tahir 2014). According to Olaniyan and Ojo (2018), training boosts productivity, improves work quality, enhances skills and job satisfaction, and supports succession planning. Noe (2019) highlights that training strengthens organizational effectiveness by demonstrating appreciation for employees. According to Faloye (2014), an organization's overall stability—both in terms of productivity and financial viability—is maintained when it is able to recruit, train, and keep qualified workers. Tahir (2014) asserts that effective training programs facilitate skill acquisition and professional growth, enabling employees to apply newly obtained knowledge into their work.  Thus, effective training and development programs benefit both organizations and employees by increasing job satisfaction, motivation, efficiency, and adaptability to new technologies while reducing employee turnover.
Employee commitment is a major concern in the pharmaceutical sector. Pharmacists are dedicated employees strongly associated with the health sector. Besides their managerial and administrative roles, the jobs of pharmacists are interrelated with clinical care of patients at many points in the healthcare system. The US Bureau of Labor states that the employment of pharmacists is projected to increase by 7% between 2023 and 2033, which is faster than the average for all healthcare occupations (Statistics BoL 2024). These emerging roles have created greater demand for qualified and skilled professionals to fill the positions in the pharmaceutical sector. However, optimal job performance of an individual depends upon the knowledge, competencies, commitment and job satisfaction of their professions (Dinc et.al 2018). They must be confident with their skills and capabilities in order to be committed to their organization and maintain a standard service in the healthcare system.  A cross-sectional study in Saudi Arabia among pharmacists reveal that although their demographic background had no effect, the most important predictor of pharmacists’ retention were related to job satisfaction and work commitment (Al-Muallem & Al-Surimi  2019). Therefore, Al-Muallem & Al-Surimi (2019) recommended management should provide opportunities for skill development through training and development programs which will increase employee commitment, ultimately improving their effectiveness and performance. Ebreo (2024) states that it is vital to retain employees through training programs in pharmaceutical companies, especially those engaged in research and development.  The loss of specialized experts can weaken the pharmaceutical industry's ability to innovate, stay competitive, and adapt to evolving healthcare challenges (Alkafafy & Siddiqui 2022). In investigating employee retention in pharmaceutical firms, Diah et al (2020) found that employee development positively influences employee retention. Furthermore, the research highlights that the training investment serves as a valuable informational resource for organizations, helping to enhance employees' work attitudes and ultimately boost company profitability. Thus, employee retention through training and development programs surpasses the traditional boundaries of human resource management. 
Numerous studies have explored pharmacists' job satisfaction worldwide. In the United States, both community and hospital pharmacists report moderate job satisfaction levels (Carvajal et. al 2021). Another study identified demographic factors, such as age, gender, income, and practice setting as key predictors of job satisfaction among pharmacists (Carvajal et.al 2018). Research on chain pharmacy pharmacists revealed lower job satisfaction (53%) compared to those in other practice settings (Vasan 2018). Similarly, studies in the United Kingdom have highlighted a growing decrease in job satisfaction among pharmacists, due to their inability to handle work pressure (Johnson et.al 2014).  In summary, the literature we have reviewed suggest that job satisfaction is necessary among pharmacists and by achieving employee commitment it will enhances job satisfaction, which can be fostered through effective training and development programs. Organizational commitment is one of the most extensively explored subjects in organizational behavior. Ahmad and Marinah (2013) highlight that becoming a learning organization and improving training programs are crucial for developing knowledge, enhancing performance, and maintaining a competitive edge. Their study found a strong link between a learning organization and organizational commitment. They also emphasized that fostering a culture of learning within an organization boosts employee job satisfaction, strengthens commitment, and promotes a stable workforce. These studies support the notion that an increase in organizational commitment is one of the benefits of human resource training and development programs.
Rodriguez and Walters (2017) highlighted the importance of organizational investment on training and development programs for not only gaining high potential employees but also increasing the willingness of an individual for taking greater responsibilities.  Thus, they opined that employee training and development play a crucial role in strengthening employee commitment by enhancing morale, job security, engagement, and the competencies needed for effective performance. However, Jehanzeb and Bashir (2013) emphasize that this process requires emotional commitment, fostering a partnership between the organization and employees to achieve long-term dedication through career growth and training opportunities. Another study examined Indian Tourist Hotel’s employee attitude after receiving occupational training (Dhar 2015). Employees’ perception of training opportunities and the impact they had on the service they provided to the guests were analyzed. The study found that after receiving training guest service improved and the employees were more committed to their organization. Furthermore, employee competency was increased by this type of training, which also instilled a sense of duty in them to repay it by showing a greater degree of dedication to the organization. Thus, it exposes those employees who understand the advantages of attending a training program will display a higher level of commitment toward their organization. Nkosi (2015) analyzed the effect of training on employee commitment on local municipality employees in South Africa. Findings derived from convenience sampling methods and multiple regression analysis show that training has a statistically positive effect on employee commitment. Similarly, Asfaw et al (2015) conducted a cross-sectional study among the employees of Ethiopian District administration office. The Likert scale data revealed that training and development programs had positive correlations on employee performance and effectiveness. The findings emphasized on delivery style as being the most important part of the program’s effectiveness. This outcome was consistent with a Pakistani study that found on-the-job training was very efficient and cost-effective (Khan et al 2011). Therefore, Ni and Wang (2015) recommended the organization to be concerned about their employee’s potential growth and self-realization and promote TDP. This suggests that organizational learning initiatives play a key role in increasing employee performance, leading to positive employee commitment. Falola et al. (2014) found a strong correlation between training and development, employee performance, and competitive advantage in the Nigerian bank industry. Kumar & Siddika (2017) also revealed that training and development program increase the skill, ability and intellectuality of the bank employees. Karim et al. (2019) also conducted a survey among other organizations in Bangladesh and found that TDP increased employee satisfaction, motivation, performance and awareness of their organization, ultimately enhancing employee commitment.
2.1 TRAINING & DEVELOPMENT & AFFECTIVE COMMITMENT 
Al- Rawahi (2022) found a positive correlation between TDP and Affective Commitment (AC). After completing training and development essentials, newly hired personnel of Oman Air showed effective performance and willingness to employ significant efforts to maintain the membership of the organization. However, the researcher put emphasis on well-planned training and development program for successful execution.  This was in line with the findings of Khan et al. (2021) that shows nurses in Pakistan respond with greater affective, normative, and continuance commitment when they believe a training program is designed to meet their professional developmental needs. Hanaysha (2016) examined the impact of employee training on employee commitment in higher education sector in Malaysia. The findings also affirmed that there is a significant positive effect of employee training on employee commitment. A similar study was carried among private territory institution in Ghana. The study discovered that employees were more motivated, aware of the organization’s purpose and objective and demonstrated high performance, thus showing Affective Commitment toward their organization after participating in TDP (Ampomah 2016). Therefore, the first hypothesis is-
H1: T&D has a significant positive effect on affective commitment.  
2.2 TRAINING & DEVELOPMENT & NORMATIVE COMMITMENT 
Culpepper (2000) asserts that when an organization invest on employees with training and development programs, employees feel obligated to stay, i.e. Normative Commitment. This type of commitment is usually influenced by familial, cultural, and organizational socialization, as well as the positive treatment they receive from the organization (Culpepper 2000). However, Vandenberghe et al. (2015) mentioned that Normative Commitment provokes greater job effort, resulting emotional exhaustion and psychological distress. According to Hendri (2019), an organization that applies organizational training and development program, employees seem to communicate honestly and openly, respecting each other, assessing but also seeking feedback, challenging to always use new perspectives, engaging in a comprehensive system approach and showing themselves honestly. The findings confer that organizational learning has a positive relationship with organizational commitment. The results of this study support the previous findings that organizational learning has a positive effect on organizational normative commitment. However, Hendri (2019) argues that there are other factors that can reinforce the relationship between learning and commitment of an employee and determine the extent to which the organizational learning can contribute to the improvement of the performance. For workers, the best normative commitment indicator is the availability of sound training & development programs. Based on the literature the following hypothesis is proposed- 
H2: T&D has a significant positive effect on normative commitment
2.3 TRAINING & DEVELOPMENT & CONTINUANCE COMMITMENT 
A systemic review on physician’s employee commitment reveals that regardless of nationality, personal characteristics, or job type, physicians have lower level of employee commitment than other healthcare providers which is influenced particularly by age and job satisfaction (Hoff et. al 2021).  Another study among nurses in Saudi Arabia showed that greater employee commitment was positively related to sociodemographic, with age being the sole significant predictor of overall organizational commitment (Al-Haroon & Al-Qahtani 2020). The youngest nurses were the least committed ones, while the orders appeared to be more committed. The nurses agreed more to Continuous Commitment, than Affective and Normative subscales. This explains that the level of enthusiasm is higher in younger employees than the older ones, which provokes them to switch jobs and relocate more frequently. Thus, we can say that employees with specialized skills see fewer alternatives and stay longer, i.e., higher Continuance Commitment.  However, utilizing the Allen Meyer Questionnaire on Portuguese nurses, Neves et al. (2018) found that although they had high level of training and expertise, increasingly unstable employment contracts and unfavorable working conditions for nurses negatively influence their organizational commitment and following health outcomes. Training programs enhance organizational commitment by matching content to job roles and career aspirations, providing practical training, ensuring quality trainers, and promoting knowledge sharing, which improves job satisfaction and career growth (Wu et al. 2025). Hence, the third hypothesis is-
H3: T&D has a significant positive effect on continuance commitment

Figure 1: Conceptual Framework


2.4 SOCIAL EXCHANGE THEORY AND TRAINING & DEVELOPMENT
This research uses Social Exchange Theory (SET) developed by Blau (1964), which indicates a strong foundation for validating how T&D initiatives influence employee commitment. SET says, people’s social behavior is directed by the exchange of resources between individuals & groups, where relationships are being progressed over the period of time based on trusting each other, being loyal to each other, and with mutual commitments as long as parties are bound by the rules of reciprocity.  In any organization, when an employee believes that he is getting favorable treatment from his organization, such as advancement in career, skill developing opportunities, they are most likely reciprocating this by their positive performance and loyalty towards the organization.  
In the light of SET perspective, T&D is observed as an organizational investment which expresses support, respect, and recognition for employees’ contribution towards the organization. This investment fosters Perceived Organizational Support (POS), which mirrors, employees’ beliefs about how intensely the organization values their well-being and contributions (Eisenberger et al., 1986). In sequence, advanced POS augments employees’ affective, continuance, and normative commitment—as conceptualized by Meyer and Allen (1991)—because employees feel morally obliged and emotionally attached to reciprocate through loyalty and sustained involvement in the organization (Wayne et al. 1997). In this study POS is used as a conceptual mediating factor. Perceived organizational support makes employees feel obliged towards the organization, as the organization is investing in them.  This study wants to find out in which extent people feel obliged toward their organization, when they get the opportunities to take parts in the training & development process. In Bangladesh, where pharmaceutical industry is being observed for its highly knowledge-based performance and flexible skill adaptability nature, effective T&D programs are essential in exchange devices. If employees can identify these development programs is highly career advancing, they interpret those as an indication of organization’s trust and long-term concern. In result, these perceptions develop employees' sense of belongingness and motivation which in return make contribution to organizational goals. (Ahmad & Bakar, 2003; Jehanzeb & Bashir, 2013). Fatema & Akter (2025) have shown the direct impact of training and development on employee commitment for private university teachers. They found that investment in training and professional development can increase commitment as such types of investment helps to foster faculties’ research skills and show the path to have career growth. Based on the assumptions of SET, this research expresses that T&D initiatives positively influence employee commitment through the mediation of POS. This theoretical framework supports mutual exchanges like- trust, fairness, loyalty, and emotional attachment, are serving as a psychological attachment linking T&D and Employee Commitment. 

3. METHODOLOGY
This research is based on quantitative data collected from 13 pharmaceuticals companies in Bangladesh. To collect primary data from the respondents, an established questionnaire adopted from Meyer and Allen. Questionnaire is composed of 19 items under 4 variables. A total of 140 responses were recorded by using google form questionnaire and further it was converted to Microsoft excel for coding.  Data have been collected from mid- level executives of Square Pharmaceuticals, Beximco Pharmaceuticals, Renata Pharmaceuticals, Acme Pharmaceuticals, Incepta Pharmaceuticals, Healthcare Pharmaceuticals Limited, NIPRO JMI Pharma Ltd., ACI Limited, Unicorn Healthcare Solution Ltd.(UHSL), The IBN SINA Pharmaceutical Industry PLC, Rangs pharmaceuticals ltd, Radiant Pharmaceuticals Ltd. and Unimed Unihealth Pharmaceutical Ltd.   Smart PLS 4.0 was used for doing the measurement and structural analysis. For the assessment of measurement model, reliability and validity were checked by using Cronbach’s Alpha, composite reliability, AVE, outer loadings, HTMT matrix, Fornell-Larcker Criterion and cross-loadings. For measuring the structural model, collinieary assessment, path coefficient of determinants, R square, f square, bootstrapping and PLS algorithm have been used. 




4. RESULTS AND DISCUSSION 
4.1 DATA RELIABILITY AND CONVERGENT VALIDITY
Table 1: Data Reliability and Convergent validity 
	[bookmark: 3.1._Population_and_sample_size]Variables 
	Item
	Loadings
	VIF
	Cronbach's Alpha
	Composite Reliability
	AVE

	Affective Commitment
	AC1
	0.826
	1.761
	0.764

	0.846

	0.580


	
	AC2
	0.805
	1.942
	
	
	

	
	AC3
	0.707
	1.549
	
	
	

	
	AC6
	0.700
	1.253
	
	
	

	Continuance Commitment
	CC1
	0.696
	1.656
	
0.728

	0.830

	0.622



	
	CC2
	0.792
	1.864
	
	
	

	
	CC3
	0.869
	1.269
	
	
	

	Normative Commitment
	NC1
	0.839
	1.266
	
0.810

	0.856

	0.598


	
	NC2
	0.754
	1.822
	
	
	

	
	NC3
	0.760
	2.178
	
	
	

	
	NC4
	0.735
	2.508
	
	
	

	Training & Development
	T&D1
	0.739
	1.471
	0.775
	0.855
	0.597

	
	T&D2
	0.694
	1.390 
	
	
	

	
	T&D3
	0.842
	2.003 
	
	
	

	
	T&D4
	0.808
	1.624 
	
	
	



To assess the measurement model outer loadings have been checked.  According to the guidelines received from Hair et al. (2010),   outer loadings are expected to be greater than 0.5 with a recent standard of 0.708 (Hair et al., 2019).  As per table 1, result shows that items range from 0.694 to 0.869 which is satisfactory. By following the suggestions, the Cronbach's alpha and composite reliability coefficients should be at least 0.7 which is fulfilled as per the result shown in table 1 as the AVE values for the variables are range from 0.580 to 0.622 and for composite reliability the values range from 0.830 to 0.856. Next the VIF was checked for assessing multicollinearity problem (kock, 2025). Result in table 1 shows that items are ranging from 1.253 to 2.508 which fall within the threshold 5 as suggested by Hair et al. (2019). By analyzing the result, the measurement model has no multicollinearity problem. 

4.2 DISCRIMINANT VALIDITY
HTMT matrix and Fornell-Larcker criterion have been utilized to check the discriminant validity of the model. Table 2 meets the standard of HTMT test that variables should be less than 0.85 as suggested by Hair et.al. (2021) as all the variables limit from 0.214 to 0.573. Additionally, Fornell-Larcker criterion was used to evaluate the discriminant validity of the measurement model. As suggested by Fornell and Larcker (1981), the diagonal value for each variable is highest in each row and column as shown in table 3. 



Table 2: HTMT Matrix 
	
	AC 
	CC 
	NC 
	T 

	AC 
	
	
	
	

	CC 
	0.486 
	
	
	

	NC 
	0.214 
	0.378 
	
	

	T 
	0.573 
	0.224 
	0.287 
	



Table 3: Fornell-Larcker Criterion
	
	AC 
	CC 
	NC 
	T 

	AC 
	0.762 
	
	
	

	CC 
	0.352 
	0.789 
	
	

	NC 
	0.192 
	0.274 
	0.773 
	

	T & D
	0.494 
	0.171 
	0.270 
	0.773 



Table 4: Cross-Loadings 
	
	AC 
	CC 
	NC 
	T 

	AC1 
	0.826 
	0.199 
	0.175 
	0.462 

	AC2 
	0.805 
	0.175 
	0.141 
	0.323 

	AC3 
	0.707 
	0.317 
	0.036 
	0.216 

	AC6 
	0.700 
	0.397 
	0.177 
	0.414 

	CC1 
	0.332 
	0.696 
	0.141 
	0.083 

	CC2 
	0.254 
	0.792 
	0.188 
	0.098 

	CC3 
	0.279 
	0.869 
	0.276 
	0.184 

	NC1 
	0.152 
	0.141 
	0.839 
	0.304 

	NC2 
	0.196 
	0.304 
	0.754 
	0.146 

	NC3 
	0.140 
	0.251 
	0.760 
	0.168 

	NC4 
	0.080 
	0.286 
	0.735 
	0.066 

	T1 
	0.300 
	0.113 
	0.231 
	0.739 

	T2 
	0.271 
	0.133 
	0.309 
	0.694 

	T3 
	0.335 
	0.143 
	0.210 
	0.842 

	T4 
	0.557 
	0.137 
	0.121 
	0.808 



Table 5: R square 
	
	R-square 
	R-square adjusted 
	

	AC 
	0.244 
	0.239 
	Medium Effect 

	CC 
	0.029 
	0.022 
	Small Effect 

	NC 
	0.073 
	0.066 
	Small Effect



Table 6: F square 
	Path
	Effect Size 
	Result 

	T&D-AC
	0.323 
	Moderate  Effect

	T&D-CC
	0.030
	Weak  Effect

	T&D-NC
	0.079
	Weak Effect 


As per the findings from R-square assessment, table 5 shows that training and development has medium effect (32%) on affective commitment while it has small effect on continuance and normative commitment. Another assessment tool is F-square which is used to determine the relative impact of the independent variable on the dependent variables (Cohen, 1988). Based on the result from table 6, training and development independently has moderate effect on affective commitment while it has weak effect on employees’ continuance and normative commitment in the pharmaceuticals sector in Bangladesh. 
[image: C:\Users\user\Desktop\T &D-Employee\image5542758974091325963.png]
Figure 2: PLS Algorithm of the proposed model

4.3 SUMMARY HYPOTHESIS TESTING
Table 7: Summary Hypothesis testing 
	Relationship
	Hypothesis
	Standard Deviation
	t values
	P values
	Decision

	T&D -> AC 
	Training and professional development can positively affect employees’ affective commitment 
	0.070
	7.110
	0.000
	Accepted

	T&D -> CC 
	Training and professional development can positively affect employees’ continuance commitment 
	0.121
	1.406
	0.160
	

Rejected

	T&D -> NC 
	Training and professional development can positively affect employees’ normative commitment 
	0.084
	3.199
	0.001
	
Accepted



[bookmark: 4._Data_analysis_and_findings][bookmark: 4.1._Respondents_profile]Hypothesis 1 is accepted as result shows p<.001 and t value us 7.110 which is greater than 1.96. It means employee training and professional development significantly affect their   affective commitment. This result is consistent with previous studies done by other researchers (Hanif et al., 2024; Jia-Jun & Hua-Ming, 2022; Fatema & Akter, 2025)). When organizations invest in employee training and development programs they get positive results in exchange for it. Well-designed training and professional development programs in pharmaceuticals companies increase employees’ emotional attachment towards their organization. They feel loyal to their employer.  Training programs support to increase employee skills and contribute to having job satisfaction which ultimately leads to employee loyalty towards their organizations because of the perceived organizational support. Hypothesis 2 represents insignificant but positive relationship between employee training and development program and continuance commitment in pharmaceuticals companies in Bangladesh. Result shows that p>.005 and t value is 0.160 which is less than threshold point. Therefore, employee training programs can positively influence but it is not significant enough to the employees’ continuance commitment. The result is consistent with previous studies that training and professional development can increase continuance commitment but for this study, the respondent has shown an insignificant impact. Employees in pharmaceuticals industries continue their job not only for the presence of training. They tend to stay with the same organization because to avoid their personal loss. Employees design their personal and family lives based on their professional life. Once it is fixed, it becomes difficult for them to switch their existing involvement as their lives are settled with their professional life. Acceptance of Hypothesis 3 represents a significant positive relationship between employee training and their normative commitment as p value is .001 and t value is 3.199; both criteria have passed the threshold. Based on the result, employees in the pharmaceuticals sector have a moral obligation to stay with their companies because of the training that they have received from their organizations. The result is consistent with prior studies conducted previous researchers (Ben Mansour et al., 2017; Muleya, et al., 2022, Fatema & Akter, 2025). 

5. IMPLICATIONS  

5.1 PRACTICAL IMPLICATIONS  
The empirical results of this investigation provide material information to human resource managers, policy makers and leaders of the pharmaceutical environment of Bangladesh. Training and development (T&D) programs do not only enhance technical and managerial skills of the employees but also develop and foster affective and moral attachment the employees to the organization hence an actual commitment to staff development and wellbeing (Aguinis and Kraiger, 2009; Meyer and Allen, 1991). The employees will return the favor and show affective commitment, loyalty, and readiness to contribute to organizational success when they feel that the organization is interested in their professional and personal growth (Cesario et al., 2017). In order to turn these findings into practice, HR managers must develop competency-based formal training models that are inherently associated with performance appraisals, succession planning and career progression paths. Trust growth, turnover decrease, and engagement increase can be attained by using developmental programs that involve mentorship, leadership training, and constant learning opportunities (Armstrong, 2020). Such programs play a crucial role in a highly regulated, knowledge-intensive industry like pharmaceuticals to keep the quality standards, ensure the quality of regulatory compliance, and to encourage innovation. Instead of considering T&D as an expense, organizations should consider T&D as a strategic long-term investment, which the firm can be based on sustainability and competitiveness. Pharmaceutical companies can foster a flexible and committed workforce by fostering a learning-based culture, staff consultation, and matching training to the overall organizational strategy.

5.2 THEORETICAL IMPLICATIONS  
Theoretically, the proposed study contributes to the body of knowledge about human resource management (HRM) and organizational behavior as it combines a Social Exchange Theory (SET) (Eisenberger et al., 1986) and the three-component analysis of organizational commitment presented by Meyer and Allen (1991). The article presents a comprehensive outline that describes the simultaneous influence of perceived organizational support through T&D programs on affective, continuance, and normative commitment dimensions which have traditionally been studied independently (Wu et al., 2025). In addition, the study allows extrapolation of the applicability of SET to the setting of the emerging economy, such as Bangladesh, in which relational norms, reciprocity, and trust played a significant role in determining the attitude of employees. It highlights the presence of cultural demands, industry regulation and the developmental limitations as situational elements through which the process of exchange between organizational support and employee commitment is mediated. This research therefore contributes to the body of HRM knowledge in the world by providing an empirically based model that has the potential to trace T&D practices to multidimensional commitment hence providing a substantial source of comparative studies under diverse institutional and cultural contexts.

6. CONCLUSION
Employees with the opportunity to learn consistently feel important, inspired, and associated to their workplace. This kind of training gives them the sense of belongingness, confidence and scope to sharpen up. Consequently, the affective commitment is boosted due to the fact that the employees like working in the organization that invests in their development. However, the results indicate that training does not have much impact on the willingness of employees to remain due to the perceived cost of movement. Training also significantly contributes on the sense of moral obligation to remain with the organization. When employees are assisted by the companies in their professional growth, they become loyal and develop the feeling of obligation. This fact shows that training creates trust, respect, and commitment. All in all, the results validate the fact that training and development programs are effective to create emotionally bonded and loyal employees. The pharmaceutical organizations investing in training will be likely to gain greater engagement, improved performance, and organizational commitment. . In order to enhance total dedication, organizations ought to integrate training with career advancements, remuneration, and acknowledgment of the workers. In such a manner, the organizations will be able to minimize the turnover rate and be able to retain the capable and dedicated workforce. When working in a competitive environment, such as in the case of the pharmaceutics industry, this mix is crucial to achieving success in the long-term and a sustainable organizational growth.
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