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Abstract 

Trust in the work environment often has been associated with being a positive antecedent to 
many desirable organizational outcomes. Developing favorable organizational relationships 
builds trust, which might lead to an increase in job satisfaction and a positive attitude toward 
honoring psychological contracts. Using a quantitative research design, the present study 
explored the relationship between organizational trust and the related variables of job 
satisfaction and psychological contracts.  An online survey was administered across various 
regions of the United States and information from 144 participants was collected. A Pearson’s 
correlation technique was utilized to analyze the data collected and two significant findings 
emerged.  First, there is a strong positive correlation between organizational trust and 
psychological contracts (employer obligations).  This finding indicates employees who perceive 
their employer has fulfilled organizational obligations and commitment and honored all 
psychological contracts, both perceived and implied, have greater perceptions of organizational 
trust.  The second finding showed a positive, moderate relationship exists between 
organizational trust and job satisfaction.  Therefore, increases in organizational trust are 
associated with increases in job satisfaction and vice versa.   
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rust is a psychological state comprising the intention to accept vulnerability based upon 
positive expectations of the intention or behavior of another” (Rousseau, Stikin, Burt, & 
Cammerer, 1998, p. 395).  Trust is not a behavior or a choice, but an underlying psychological 

condition that can cause or result from such actions and is important to organizational life and success 
(Caldwell, 2012). High levels of organizational trust increase job satisfaction, organizational citizenship 
and commitment (Noble-Nkrumah & Anyigba, 2022; Akar, 2018) and relate positively to job satisfaction 
(Aygun, 2021).  Organizational trust has been correlated with increases in job satisfaction impacting the 
effectiveness and motivation of workers to perform in their job environment (Lambert, Qureshi, Nalla, 
Holbrook & Frank, 2022) and is a significant predictor of job satisfaction (Sarikaya & Kara, 2020).  
Conversely, mistrust may lead to behaviors grounded in self-interest (Caldwell, 2012) and may lead to 
increased turnover intentions (Ababneh, 2020). In addition, the lack of organizational trust may influence 
workplace deviant behavior (Azim, Hassan, Zaid & Daud, 2020). Further, trust is necessary before 
psychological contracts can be determined; as such, contracts are informal by nature (Robinson, 1996; 
Rousseau, 1989). A psychological contract is an unwritten set of expectations between the employee and 
the employer. It includes informal arrangements, mutual beliefs, common ground, and perceptions 
between the two parties. Psychological contracts may have a positive impact on the level of organizational 
trust (Ahmad & Zafar, 2018; Robinson, 1996). 

Statement of the Problem 

The issue addressed in this research study relates to the implications of trust within organizations 
pertaining to job satisfaction and employee-employer psychological contract fulfillment. Empirical 
research has shown that trust within organizations is often a difficult endeavor to develop and sustain 
(Lilly, 2020), but can be viewed as a fundamental building block for increasing a positive employee-
employer relationship (Liu & Ren, 2022; Brown & Trevino, 2006; Lamsa & Pucetaite, 2006; Schoorman, 
Mayer & Davis, 2007). As a social phenomenon, trust is also a strong construct for managing human 
capital and is a positive antecedent for increasing/decreasing the overall performance levels of an 
organization’s workforce (Liu & Ren, 2022; Fulmer & Gelfand, 2012).   

In addition to organizational trust, organizations should be mindful of job satisfaction as it has been 
proven to increase both performance and commitment within organizations (Noble-Nkrumah & 
Anyigba, 2022; Wang & Bower, 2019; Akar, 2018).  The negative antecedents of job satisfaction can 
manifest into job dissatisfaction which increases turnover intentions, absenteeism, stress, and reduces 
the performance levels of firms, costing firms both valuable time and money (Wang & Bower, 2019). 
Many organizations have struggled to maintain a workforce capable of long-term commitment, and 
dissatisfaction with an employee’s job often results from lack of pay, promotion opportunities, poor 
management, or negative experiences in the workplace (Connolly & Viswesvaran, 2000; Wang & Bower, 
2019; Locke, 1995; Locke & Latham, 1990).   

A third component of this research includes an examination of the relationship between organizational 
trust and psychological contract violation.  Psychological contracts are both mutual and reciprocal 
(Tufan & Wendt, 2020; Li & Chen, 2018; Dabos & Rousseau, 2004). Psychological contract breaches in 
the employment relationship often cause perceptions to manifest negatively into unhealthy emotional 
states as contracts are broken or obligations left unfulfilled (Liang, 2019; Paille & Raineri, 2016; Dabos & 
Rousseau, 2004; Robinson, 1996; Rousseau, 1989).  Psychological contracts are a valuable component in 
the employee-employer relationship; however, what is missing from research is to understand the 
relationship or role between trust and psychological contract violation or fulfillment.  Therefore, this 

“T 
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study may contribute to the working body of knowledge of organizational trust by understanding its 
relationships with job satisfaction and psychological contract violation. 

Methods 

Research Design 

A quantitative research method was used to determine if a relationship existed between organizational 
trust, job satisfaction, and psychological contract violation. The survey population for this study 
consisted of volunteer survey participants in the United States (U.S.) who were recruited by 
SurveyMonkey to participate. The target population for this research included U.S. business 
professionals with various backgrounds in consideration of gender, race, age, income, and employment 
levels (supervisory and non-supervisory). The SurveyMonkey market research team provided survey 
takers (i.e., panelists) through the selected demographic criteria.  

Research Question and Hypothesis 

The research question for this study is: How does organizational trust relate to job satisfaction and 
psychological contracts within an organization’s work environment? A review of the literature provided 
valuable insight regarding the relationship between leadership and organizational trust, psychological 
contracts and organizational trust, and organizational trust and job satisfaction. Therefore, the following 
hypotheses are proposed. Hypothesis 1: There is a positive relationship between organizational trust 
and job satisfaction. Hypothesis 2: There is a positive relationship between organizational trust and 
psychological contract fulfillment/violation (employer obligations). Hypothesis 3: There is a positive 
relationship between job satisfaction and psychological contract fulfillment/violation (employee 
obligations). Hypothesis 4: There is a positive relationship between organizational trust and 
psychological contract fulfillment/violation (employee obligations).   

Research Instrument 

The research instrument used in this study comprises four sections. The first section (Organizational 
Trust Scale) was used to measure three dimensions of the variable of organizational trust. The second 
section (Brayfield and Rothe Job Satisfaction Index) was used to measure the variable of job satisfaction. 
The third section (Psychological Contract Inventory) was used to measure the variable of psychological 
contract fulfillment/violation. Lastly, the fourth section included biographical data.   

The Organizational Trust Scale (OTS) was created to measure the variable of organizational trust. The 
OTS questionnaire consists of 22 questions on a five-point Likert scale ranging from 1 – Absolutely not 
agree to 5 – Absolutely agree.  The instrument was found to be valid (Bastug, Pala, Kumartasli, Gunel, & 
Duyan, 2016) and the current questionnaire components were tested for reliability using the Cronbach 
alpha procedure with a resulting reliability score of a = .86 (trust to supervision), a = .81 (trust to 
colleagues), and, a = .90 (trust with employer).  

This study also employed the use of Brayfield and Rothe’s Job Satisfaction Index (BRJSI) to measure job 
satisfaction.  The BRJSI questionnaire itemizes 20 Likert scale responses on a five-point agreement scale 
that ranges from “strongly disagree, disagree, neither disagree nor agree, agree, strongly agree” (Asadi, 
Fadakar, Khoshnodifar, Hashemi, & Hosseininia, 2008). The BRJSI research instrument scales have 
acceptable validity and using the Cronbach alpha test, the researchers found the instrument to be 
reliable with a = .84.   
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The Psychological Contract Inventory (PSI) (Rousseau, 2000) contains four sets of psychological contract 
scales which include employee obligations, employer obligations, fulfillment, and contract transition 
indicators. The PSI instrument uses a five-point Likert scale that ranges from 1 (Not at all) to 5 (To a 
great extent).  The 32-item questionnaire focused on three types of contracts: transactional, relational, 
and balanced. The instrument was found to be valid (Rousseau, 2000) and the adapted questionnaire 
components were tested for reliability using the Cronbach alpha procedure with resulting reliability 
scores of a = .67 (employee obligations and fulfillment), and a = .80 (employer obligations and 
fulfillment).  

The fourth section of the questionnaire consists of biographical data, such as age, gender, and 
geographical regions. These single-item measures are assessed using multiple-choice questions. 

Data Collection Process and Quantitative Data Analysis 

This study used a quantitative electronic survey (e-survey) to collect data.  For each survey sent via 
SurveyMonkey, a cover letter was included explaining the nature and importance of the study, detailed 
instructions to respondents, and a statement of appreciation in advance for their participation. A 
participation letter and promise of confidentiality also was included as well as a consent form for each 
respondent to complete and return. The password-protected survey, along with the cover letter, was 
distributed via SurveyMonkey. Confidentiality was maintained to protect the answers and the identity of 
all respondents.  According to SurveyMonkey®.com’s website, within 7 days of emailing a survey 80% of 
the responses can be collected.  Thereafter, week two generally will result in 11% of data collected and 
on the third week only 4% of data collected.  Once the data collection period expired, the data from the 
survey questionnaire were transferred into SPSS Statistics to run a Pearson’s correlation analysis to test 
the proposed relationships. 

Survey Administration and Response Rate 

An online survey was the primary data collection technique used for this research and was distributed 
by SurveyMonkey through its survey audience.  The population was derived from a panel of 500 
volunteer survey participants from various regions in the United States.  Even though demographic data 
were collected, using SurveyMonkey’s survey audience allowed for complete anonymous responses to 
be collected as no personally identifiable information or internet protocol addresses were extrapolated 
and the researcher did not have access to this information.           

The targeted number of responses for this study was 100. The survey was distributed by SurveyMonkey 
and closed within one week of the survey distribution.  Within this time frame, 144 respondents 
completed the survey in full, which provided for a response rate of 28.8%.    

In the last section of the survey, information on demographics was collected regarding gender, age, and 
organizational tenure.  This information provided a demographic profile of the surveyed participants in 
the study.  The results show that 61.81% of the surveyed participants were female, 36.81 percent of the 
participants were male, and 1.39% chose other as their gender profile. Of the 144 surveyed participants 
for the study 13.19% were between the ages of 18-24;  24.31% were between the ages of 25-34; 15.97%  
were between the ages of 35-44; 22.92% were between the ages of 45-54; 16.67% were between the 
ages of 55-64; and lastly, 6.94% were age 65 or over.  

The results show that 13.89% have been with their organization for less than one year; 24.31% indicated 
they have been with their organization for one to two years; 29.17% have served with their organization 
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for three to five years; 9.72% indicated they have been with their organization for six to nine years, and 
22.92% revealed an organizational tenure of 10 or more years. 

Hypothesis Testing: Pearson’s Correlation Results 

In order to test the proposed relationships between the variables, Pearson’s correlation model was 
employed to analyze the data collected.  By employing a Pearson’s correlation technique this study set 
out to investigate the relationships between organizational trust and job satisfaction and psychological 
contract fulfillment/violation (employer obligations), and additionally to investigate the relationship 
between psychological contract fulfillment/violation (employee obligations) and job satisfaction and 
organizational trust.  Upon verifying that all the assumptions were satisfied for this study design, a 
Pearson’s correlation technique was conducted using the SPSS bivariate procedure.   

First, the relationship between employee perceptions of organizational trust and job satisfaction was 
analyzed. There was a significant, strong, positive correlation between the two variables, r(142) = .62, p 
< .0005.  Further, organizational trust explained 38% of the variability in job satisfaction (r2, equal to .62 
= .38 X 100% = 38%).  Thus, increases in organizational trust were correlated with increases in job 
satisfaction. This finding suggests organizations with higher levels of organizational trust can in turn 
expect to see greater levels of employee job satisfaction.   

Further, the relationship between employee perceptions of organizational trust and perceptions of 
psychological contract fulfillment/violation by the employer was tested.  There was a significant, 
moderate, positive correlation between the two variables, r (142) = .42, p < .0005.  Organizational trust 
explained 18% of the variability in psychological contract fulfillment/violation (employer obligations) (r2, 
equal to .42 = .18 X 100% = 18%).  Thus, increases in organizational trust were correlated with increases 
in psychological contract fulfillment (employer obligations). Therefore, it can be inferred that when 
employees trust their organization on more positive levels they will have greater perceptions of 
psychological contract fulfillment, but when contract violations occur employees’ trust in the 
organization will suffer.     

Two of the proposed hypotheses were not significant. The relationship between employee perceptions 
of job satisfaction and perceptions of psychological contract fulfillment/violation by the employee was 
tested and this relationship was not statistically significant, r(142) = .13, p = .12).  The relationship 
between employee perceptions of organizational trust and perceptions of psychological contract 
fulfillment/violation by the employee also was not statistically significant (r (142) = .097, p = .249).   

Evaluation of Findings 

The aim of this study was to investigate the relationship between organizational trust and the related 
variables of job satisfaction and psychological contract fulfillment/violation. The findings of this study 
can be summarized as follows: Organizational trust had a positive relationship with psychological 
fulfillment/violation (employee obligations); organizational trust had a positive relationship with job 
satisfaction; job satisfaction had a positive relationship with psychological contract fulfillment/violation 
(employee obligations), however, this relationship was not statistically significant showing an indirect 
relationship; and lastly, organizational trust had a positive relationship with psychological contract 
fulfillment/violation (employee obligations), however, again this relationship also was not statistically 
significant showing a more indirect relationship.  
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Of the four relationships examined in this study, organizational trust had a strong positive correlation 
with psychological contract fulfillment/violation (employer obligations). The correlation coefficient 
(.624) demonstrates this relationship and the findings of this study suggest that higher levels of 
organizational trust will be associated with higher levels of psychological 
contract fulfillment. Therefore, it can be inferred that when employees trust their organization on more 
positive levels they will have greater perceptions of psychological contract fulfillment, but when 
contract violations occur employees’ trust in the organization will suffer.  

A correlation coefficient of .421 provides supportive evidence of a moderate positive relationship 
between organizational trust and job satisfaction. Therefore, it can be stated there is a meaningful 
relationship between organizational trust and job satisfaction of the employee; this means with 
increasing organizational trust, job satisfaction increases and vice versa. This finding suggests 
organizations with higher levels of organizational trust can in turn expect to see greater levels of 
employee job satisfaction. Increases in organizational trust correspond with increases in job satisfaction, 
and when employees perceive higher levels of trust in the employment relationship the expected 
outcome results in greater levels of job satisfaction and vice versa. Two of the four hypotheses 
(Hypotheses 3 and 4) were only partially supported by this research, which basically indicated a positive 
relationship between the variables were present. However, perceptions of the employees’ obligations to 
fulfill the psychological contract were not significantly associated with organizational trust or job 
satisfaction. 

Implications 

Implications 

In today’s competitive business environment, developing trust within an organization’s business culture, 
increasing perceptions of employee job satisfaction, and ensuring psychological contracts are fulfilled 
within the employment relationship are often difficult courses of action for organizations to pursue. The 
significance of trust within the organizational context of the employment relationship can be increased 
when firms develop trust strength through leadership, build ethical business climates, and develop 
policies and procedures conducive for building trust as a part of the business culture of firms (Alraqhas, 
2015; Blanchard & Hodges, 2005; Currall & Epstein, 2003; Schoorman et al., 2007). When trust fails, it 
can bleed over to job dissatisfaction causing negative consequences for organizations and leaders by 
increased turnover intentions, less employee commitment, absenteeism, and increased work conflict 
(Aziri, 2011; Lund, 2003; Wang & Bower, 2019). Of equal importance for firms is recognizing 
organizational trust and psychological contracts suffer as a result of an employer’s inability to make 
good on employee perceptions of the obligations and commitments their employer should perform 
(Guest, 2004; Liu, Huang, Huang, & Chen, 2013). This research study has provided some research 
implications to the aforementioned relationships between organizational trust, job satisfaction, and 
psychological contract fulfillment/violation. 

In this sense, this research validates the importance of the role and influence organizational trust plays 
within the employment relationship. Firms with higher levels of organizational trust can be recognized 
to have greater positive outcomes for both job satisfaction and perceptions of psychological contract 
fulfillment and vice versa. The findings of this research suggest that factors impacting organizational 
trust negatively such as poor leadership or neglected work environments could lead to employee 
distrust of the organization. Therefore, a firm’s structure, policies or procedures, and firm cultures, 
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employee-employer relationships, and trust between co-workers could affect employee trust 
perceptions.     

A second implication stems from the relationship between organizational trust and psychological 
contracts. It can be rationalized that psychological contract violation or the inability of an employer to 
make good on their perceived commitments or obligations could result in increased organizational 
distrust. This also suggests that trust between managers/organizations and employees is impacted by 
psychological contracts, thus trustworthiness in the fulfillment of psychological contracts plays a vital 
role in the employment relationship resulting in both perceptually based positive and negative 
outcomes (employee viewpoint).   

A third implication and finding of this study demonstrated that higher levels of organizational trust 
positively impact employee job satisfaction, and vice versa. Thus, increasing trust in the organization, 
albeit the overall trust of an organization (leadership trust, co-worker trust, and employer trust), is a 
factor that would improve the overall perceptions of employee job satisfaction. Therefore, employee job 
dissatisfaction and lack of trust can lead to negative outcomes for firms and employees such as 
increased turnover intentions, lack of employee commitment, or even employees seeking employment 
salvation through job searching among other firms. 

Suggestions for Application of the Research Results 

The ability to build and maintain trust within organizations is an important value-driven activity for 
organizations as they strive to compete as employers of choice. The results of this study have shown 
that organizational trust is a key ingredient for increasing job satisfaction and positive perceptions of 
psychological contract fulfillment. Therefore, to build trust in the employment relationship organizations 
need to develop positive work environments that are supportive, develop internal processes that 
increase communication between the employees and organization, and introduce stimuli that increase 
perceptions of employee trust in the organization.  

Empirical research on the subject of organizational trust has shown trust can increase over time and 
organizations can benefit from this by investing in long-term relationships with their employees, 
allowing workers to have a vested interest in the organization’s performance. This would mean 
developing a business culture that absorbs failure rather than pointing blame, and encourages high 
expectations allowing the workforce to contribute new ideas, methods, procedures, and processes that 
promote positive cognitive/innovative behaviors without fear of reprisal. Organizations should have the 
right structures in place, enabling an organization to develop a culture of trust that demonstrates 
committedness to its workforce, realizes employees are the greatest assets to the firm, and provides a 
vision of openness and honesty, and develops trust and respect in the employment relationship. 
Therefore, it is recommended that organizations create a culture that values interpersonal relationships 
and formulate the structure to support a relationship-oriented business culture. 

Human resource (HR) professionals can utilize this research to assist with establishing organizational 
policies and procedures that would positively increase employee perceptions of trust. The HR 
professional would need to develop strategies exposing trust on positive levels while minimizing barriers 
to trust in order to facilitate a climate of trust in the organization. Once trust is damaged it is often 
difficult to repair, and HR professionals need to develop practices that intercede quickly to resolve 
conflict that is trust damaging and provide remedies that build trust between the employee and the 
organization or managers by not letting conflict go unnoticed or untouched. It takes time to develop 
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trust and only one instance to destroy it. HR professionals need to provide for more advocacy for 
employees, hold supervisors accountable for their actions, reduce negative perceptions of HR by 
applying practices that build trust mutuality that are aligned with the organizational vision, and provide 
for practices that are more solution oriented rather than disciplined focused.  

Thirdly, organizations need to improve upon interpersonal relationship trust between employees and 
their managers in order for leaders to facilitate trust-building relationships through managerial 
practices. Managers can benefit from the findings in this study by learning to build, maintain, and repair 
trust as distrust can have negative consequences for organizational outcomes (Gibson & Petrosko, 
2014). The focus for managers needs to be on the climate of trust for the organization such as showing 
more empathy in the workplace, being honest and supportive, consistent and predictable, and modeling 
a behavior that is trustworthy. Leaders need to value the concept of leadership being shared by all 
rather than absorbed by one individual. Therefore, to build upon a culture of organizational trust leaders 
need to serve rather than direct, allow for employee autonomy and empowerment, deal with misplaced 
benevolence swiftly, and share in a vision of trust innovation. 

Conclusions 

This study focused on understanding organizational trust as an antecedent impacting other related 
variables, as well as investigating organizational trust and its relationship with job satisfaction and 
psychological contract fulfillment/violation. The major findings of the present study showed that 
organizational trust had a positive strong relationship with psychological contracts (employer 
obligations), meaning that organizational trust was associated with higher levels of employee 
perceptions that their employer fulfilled obligations and commitments in the employment relationship. 
Second, organizational trust has a positive moderate correlation with job satisfaction and increases in 
organizational trust are associated with increases in job satisfaction and vice versa.   

The limitations to this study should be considered when understanding the analysis of findings for this 
study. However, the findings of this study were consistent with past research on the relationship 
between the variables, but what may be of most importance for this research are the strength of 
association between the variables and a deeper understanding of the practical implications that 
organizations, managers, and HR professionals may consider to maintain and sustain trust in the work 
environment. Future directions in this research should consider the recommendations of this research 
as they may provide continued research and possibly increase the research knowledge on the topics of 
organizational trust, job satisfaction, and psychological contracts. Research on organizational trust is far 
from exhaustion and this study adds to the rich body of knowledge from both a theoretical and 
contributory perspective in understanding trust in the workplace.   

 

 

 

 

 

 

 



An Investigatory Research on Organizational Trust          9 

 

Jones, Abieta, Murray, Bell / DOI: 10.5929/2023.13.1.1 

References 

Ababneh, K. I. (2020). Effects of met expectations, trust, job satisfaction, and commitment on faculty 
 turnover intentions in the United Arab Emirates (UAE). The International Journal of Human 
 Resource Management, 31(2), 303-334. Retrieved from 
 http://dx.doi.org/10.1080/09585192.2016.1255904 

Ahmad, I., & Zafar, M. A. (2018). Impact of psychological contract fulfillment on organizational 
 citizenship behavior: Mediating role of perceived organizational support. International Journal of 
 Contemporary Hospitality Management, 30(2), 1001-1015. doi.org/10.1108/  
 IJCHM-12-2016-0659 

Akar, H. (2018). Meta-Analysis of Organizational Trust Studies Conducted in Educational Organizations 
 between the Years 2008-2018. International Journal of Educational Methodology, 4(4), 287-302. 
 Retrieved from http://www.ijem.com/ 

Alraqhas, Y. (2015). Exploring value-based leadership in public careers. Public Administration Review, 75, 
 770-773. doi: 10.1111/puar.12426 

Asadi, A., Fadakar, F., Khoshnodifar, Z., Hashemi, S. M., & Hosseininia, G. (2008). Personal Characteristics 
 Affecting Agricultural Extension Workers’ Job Satisfaction Level. Journal of Social Sciences, 4, 
 246-250. Retrieved from https://d1wqtxts1xzle7.cloudfront.net/74348201/jssp.2008.246 

Aygum, N. (2021). Analysis of the relationship between job satisfaction and organizational trust of 
 physical education and sports teachers. Journal of Pedagogical Research, 5(1). Retrieved from 
 http://dx.doi.org/10.33902/JPR.2021167583  

Azim, A. M. M., Hassan, M. S., Zaid, D. S., & Daud, M. A. (2020). The Influence of Supervisor Support, 
 Organizational Trust on Workplace Deviant Behavior: Do Psychological Contracts Matter? 
 International Journal of Academic Research in Business and Social Sciences, 10(2). Retrieved 
 from https://d1wqtxts1xzle7.cloudfront.net/62994599/ 

Aziri, B. (2011). Job Satisfaction: A literature review. Management Research and Practice, 3, 77-86. 
 Retrieved from http://mrp.ase.ro/ 

Bastug, G., Pala, A., Kumartasli, M. Gunel, I., & Duyan, M. (2016). Investigation of the Relationship 
 between Organizational Trust and Organizational Commitment. Universal Journal of Educational 
 Research, 4, 1418-1425. doi: 10.13189/ujer.2016.040619 

Blanchard, K. & Hodges, P. (2005). Lead like Jesus. Thomas Nelson Inc. 

Brown, M. E. & Trevino, L. K. (2006). Ethical leadership: A review and future directions. The Leadership 
 Quarterly, 17, 595-616. doi.org/10.1016/j.leaqua.2006.10.004 

Caldwell, R.  (2012). Systems thinking, organizational change and agency: a practice theory critique of 
 Senge’s learning organization.  Journal of Change Management, 12(2), 145-164. doi: 
 10.1080/14697017.2011.647923 

Connolly, J. J., & Viswesvaran, C. (2000). The Role of Affectivity in Job Satisfaction: A meta-analysis. 
 Personality and Individual Differences, 29, 265-281. doi.org/10.1016/S0191-8869(99)00192-0 

https://d1wqtxts1xzle7.cloudfront.net/74348201/jssp.2008.246
http://dx.doi.org/10.33902/JPR.2021167583
http://mrp.ase.ro/
https://doi.org/10.1016/j.leaqua.2006.10.004
https://doi.org/10.1080/14697017.2011.647923
https://doi.org/10.1016/S0191-8869(99)00192-0


An Investigatory Research on Organizational Trust          10 

 

Jones, Abieta, Murray, Bell / DOI: 10.5929/2023.13.1.1 

Currall, S. C., & Epstein, M. J. (2003). The fragility of organizational trust: Lessons from the rise and fall of 
 Enron. Organizational Dynamics, 32, 193-206. doi:10.1016/S0090-2616(03)00018-4 

Dabos, G. E., & Rousseau, D. M. (2004). Mutuality and reciprocity in the psychological contracts of 
 employees and employers. Journal of Applied Psychology, 89, 52-72. doi.org/10.1037/0021-
 9010.89.1.52 

Fulmer, C. A., & Gelfand, M. J.  (2012). At what level (and in whom) we trust: Trust across multiple 
 organizational levels.  Journal of Management, 38, 1167-1230. doi: 10.1177/0149206312439327 

Gibson, D., & Petrosko, J. (2014). Trust in leader and its effect on job satisfaction and intent to leave in a 
 healthcare setting. New Horizons in Adult Education & Human Resource Development, 26(3), 3-
 19. https://doi.org/10.1002/nha3.20069 

Guest, D. E. (2004). The psychology of the employment relationship: An analysis based on the 
 psychological contract. Applied Psychology: An International Review, 53, 541-555. 
 doi.org/10.1111/j.1464-0597.2004.00187.x 

Lambert, E. G., Qureshi, H., Nalla, M. K., Holbrook, M. A., & Frank, J. (2022). Organizational Trust and Job 
 Stress: a Preliminary Study Among Police Officers. Asian Journal of Criminology, 17, 81-103. 
 Retrieved from https://doi.org/10.1007/s11417-021-09355-2 

Lamsa, A., & Pucetaite, R. (2006).  Development of organizational trust among employees from a 
 contextual perspective.  Business Ethics: A European Review, 15(2), 130-141. Retrieved from 
 https://onlinelibrary.wiley.com/journal/26946424 

Li, S., & Chen, Y. (2018). Psychological Contract Breach and Employees’ Counterproductive Work 
 Behaviors: The Mediating Effect of Organizational Cynicism and Work Alienation. Frontiers in 
 Psychology, 17. Retrieved from https://doi.org/10.3389/fpsyg.2018.01273.  

Liang, H. (2019). Are Emotions Transmitted from Work to Family? A Crossover Model of Psychological 
 Contract Breach. Psychological Reports, 122(1), 288-304. DOI: 10.1177/0033294117750630 

Lilly, J. D. (2020). Psychological Contract Violation and the Escalating Cycle of Mistrust. Journal of 
 Business Strategies, 37(1). https://jbs-ojs-shsu.tdl.org/jbs 

Liu, C. M., Huang, C. J., Huang, K. P., & Chen, K. J. (2013). Psychological contract breach, organizational 
 trust and organizational citizenship behavior of hotel industry in Taiwan. Pakistan Journal of 
 Statistics, 29, 635-648. Retrieved from https://core.ac.uk/download/pdf/225229513.pdf 

Liu, X., & Ren, X. (2022). Analysis of the Mediating Role of Psychological Empowerment between 
 Perceived Leader Trust and Employee Work Performance. International Journal of 
 Environmental Research and Public Health, 19. Retrieved from https://www.mdpi.com/1660-
 4601/19/11/6712 

Locke, E. A. (1995). The micro-analysis of job satisfaction: Comments on Taber and Alliger. Journal of 
 Organizational Behavior, 16, 123-125. Retrieved from https://www.jstor.org/stable/3004080 

Locke, E. A., & Latham, G. P. (1990). Work motivation and satisfaction: Light at the end of the tunnel. 
 Psychological Science, 1(4), 240-246. doi/abs/10.1111/j.1467-9280.1990.tb00207.x  

https://psycnet.apa.org/doi/10.1037/0021-9010.89.1.52
https://psycnet.apa.org/doi/10.1037/0021-9010.89.1.52
https://doi.org/10.1002/nha3.20069
https://doi.org/10.1111/j.1464-0597.2004.00187.x
https://doi.org/10.3389/fpsyg.2018.01273
https://www.mdpi.com/1660-
https://www.mdpi.com/1660-


An Investigatory Research on Organizational Trust          11 

 

Jones, Abieta, Murray, Bell / DOI: 10.5929/2023.13.1.1 

Lund, D. B. (2003). Organizational culture and job satisfaction. Journal of Business & Industrial 
 Marketing, 18, 219-236. doi.org/10.1108/0885862031047313 

Mayer, R. C., Davis, J. H., & Schoorman, F. D.  (1995). An integrative model of organization trust.  The 
 Academy of Management Review, 20, 709-734. doi.org/10.5465/amr.1995.9508080335 

Noble-Nkrumah, F., & Anyigba, H. (2022). Psychological contract fulfilment and work behavior nexus: 
 the interactive effects of employee job autonomy and trust. Management Decision, 60(5), 1326-
 1348. https://doi.org/10.1108/MD-11-2020-1493 

Paille, P., & Raineri, N. (2016). Trust in context of psychological contract breach: Implications for 
 environmental sustainability. Journal of Environmental Psychology, 45, 210-220. 
 doi.org/10.1016/j.jenvp.2016.01.003 

Robinson, S. L. (1996). Trust and breach of the psychological contract. Administrative Science Quarterly, 
 41(4), 574-599. doi.org/10.2307/2393868  

Rousseau, D. M. (1989). Psychological and implied contracts in organizations. Employee Responsibilities 
 and Rights Journal, 2, 121-139. doi.org/10.1007/BF01384942 

Rousseau, D. M. (2000). Psychological contract inventory (No. 2000-02). Technical report. Retrieved from 
 https://www.cmu.edu/tepper/faculty-and-research/assets/docs/psychological-contract-
 inventory-2008.pdf 

Rousseau, D., Stikin, S. B., Burt, R., & Camerer, C. (1998). A cross disciple view of trust.  Academy of 
 Management Review, 23(3), 393-404. doi.org/10.5465/amr.1998.926617 

Sarikaya, S., & Kara, S. B. K. (2020. Organizational trust and organizational support as a predictor of job 
 satisfaction. International Journal of Curriculum and Instruction, 12, 435-466. Retrieved from 
 http://ijci.wcci-international.org/index.php/IJCI/article/view/356/147 

Schoorman, F. D., Mayer, R. C., & Davis, J. H.  (2007). An integrative model of organizational trust: Past, 
 present, and future.  Academy of Management Review, 32, 344-354. 
 doi.org/10.5465/amr.2007.24348410 

Tufan, P., & Wendt, H. (2020). Organizational identification as a mediator for the effects of psychological 
 contract breaches on organizational citizenship behavior: Insights from the perspective of ethnic 
 minority employees. European Management Journal. Retrieved from  
 https://doi.org/10.1016/j.emj.2019.07.001  

Wang, T. K. & Brower, R. (2019). Job satisfaction among federal employees: The role of employee 
 interaction with work environment. Public Personnel Management, 48, 3-26. Retrieved from 
 https://journals.sagepub.com/doi/full/10.1177/0091026018782999 

 

 

 

 

 

https://doi.org/10.1108/0885862031047313
https://doi.org/10.5465/amr.1995.9508080335
https://doi.org/10.1108/MD-11-2020-1493
https://doi.org/10.1016/j.jenvp.2016.01.003
https://doi.org/10.2307/2393868
https://www.cmu.edu/tepper/faculty-and-research/assets/docs/psychological-contract-
https://www.cmu.edu/tepper/faculty-and-research/assets/docs/psychological-contract-
https://doi.org/10.5465/amr.1998.926617
https://doi.org/10.5465/amr.2007.24348410
https://doi.org/10.1016/j.emj.2019.07.001


An Investigatory Research on Organizational Trust          12 

 

Jones, Abieta, Murray, Bell / DOI: 10.5929/2023.13.1.1 

About the Authors 

Dr. Janet Jones holds a Doctor of Business Administration degree from Nova Southeastern University with 
a Master’s in Business Administration from Samford University. She spent 22 years with the BellSouth 
Corporation before entering academe fulltime. Dr. Jones has been teaching since 1997, and has worked 
with many doctoral programs across the country. She currently serves as Associate Dean of the Doctor of 
Management program at Wayland Baptist University. 

Dr. Anthony John Abeita has a Doctor of Management degree from Wayland Baptist University and 
currently serves as a human resources specialist specializing in employee and labor relations. He is a 
veteran of the United States Marine Corp and previously served as a police lieutenant directing law 
enforcement policies, programs, operations, and initiatives to develop partnerships with local 
communities and law enforcement. Dr. Abeita is also a tribal member of the Isleta Pueblo Tribe in New 
Mexico and served as an Associate Tribal Judge for the Pueblo of Isleta. 

Dr. Samantha R. Murray is a Professor in the Doctor of Management program at Wayland Baptist 
University. Additionally, Dr. Murray serves as the Research Director for the program. She has twenty years 
of teaching experience and currently teaches exclusively online. 

Dr. Mark Bell is Assistant Professor of Management at Wayland Baptist University and serves as a faculty 
member in WBU’s Doctor of Management program. Dr. Bell holds an M.B.A. and a Ph.D. in Organizational 
Leadership. His research interests include effective followership and ineffective leadership. 


