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Abstract 

This research aimed to investigate the structural model between 

organizational trust and psychological contracts between employees 

and academic staff members in the private educational and learning 

organization in Egypt, (Canadian international college CIC).  

This research is crucial if management researchers are to move 

forward on other approaches to understanding educational and 

learning organization as we first must understand how employee feels 

about their respective Organization. The study method is descriptive 

correlation.  

The study population is the employee of the CIC in Egypt 

employees are selected by simple random method and sampling table 

(Krejcie & Morgan, 1970).    

 The study used Pearson correlation coefficient structural equations 

modeling.  

The result of the study showed a positive significant 

relationship between organizational trust (OT) and psychological 

contracts (PC). Also the positive relation to the related variables of 

competency, openness & honesty, and reliability and PC fulfillment. 

هدد هذهددلبذب إلددثذا دداذ مبذدداذب كلددبلجذب ثقة ددتذإددقةذب لعدداذب نكسقلقدداذبب وعددب ذب كاذددقاذإددقةذب لددبساقةذب   دد  ذ
ذ(.CICهقئاذب ن مقسذفتذب لؤذذاذب نو قلقاذبب نو قلقاذب خ صاذفتذلصمذ)ب ة قاذب  ب قاذب ةك قاذ

ذب لؤذذدداذ اثدد ذ خددم ذلكدد ه ذفددتذقدد ل  ذب ل ددتذبلإ بمةذإدد للبذ مب ذالبذ ددمبمق  ذ لددم بذب إلددثذهددلبذقودد 
ذ.لكسلنث ذنج هذب لبسهذقشومذةقهذكاث ذ ةذ بل ذذ  قك ذقنوقةذلقثذبب نو لقاذب نو قلقا

ذبخنقد مذبقدن ذ،ذلصدمذفدتذCICذلبسدهذهبذب  مبذاذ،ذلجنلعذ.ب بصاقاذب ولاقاذهتذب  مبذاذطمقعا
ذب  مبذداذبذنخ لتذ(1970ذ، Krejcie & Morgan)ذب وقك تذ خلذبج بلذإذقطاذ شببئقاذإطمقعاذلبساقث 

ذ.إقمذبةذ لو للذب ثقة قاذب لو  لتذكللجا

ذب كاذدددقاذبب وعدددب (ذOT)ذب نكسقلقددداذب لعددداذإدددقةذلثلددداذاقج إقددداذ لاقددداذبجدددب ذب  مبذددداذكنقجددداذ سثدددمت
(PCذ.) ذبنلعقدد ذبب لبلبققدداذ،ذبب صدد  ذببلكاندد حذب ةادد  ةذلددةذب صدد اذلبتذ  لنغقددمبتذبلإقج إقدداذب ولاقدداذ ق دد

ذ.ب وع ذب كاذتذ
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Introduction 

Investigating the topic of trust is a continuing concern within 

the scholar's and practitioners interests. The management based on 

trust is a new expression of the old thoughts, and practicing it in the 

current relations and implementing it effectively will lead to 

collaboration among groups, people and well results in achieving good 

organizations results (Jones & George, 1998). Fitzroy, (2007) argue 

that it is important for all organization managers and employees to 

underline their role of trust and establish their relations based on it, 

and consider its importance.  Trust refers to the positive expectations 

of the organizations members about Openness and honesty, 

competence and reliability toward their Interpersonal and Institutional 

trust of their organization (Mayer et al., 1995). Moreover, trust refers 

to the relationship between organizations and employees regarding 

measuring employee perceptions towards organization managers. 

(Khanifar et al., 2009). One of the priorities of each organization now 

a day is responding to the employee’s basic needs and one most 

important needs for and employee is establishing organizational trust 

toward their organization (Khanifar et al., 2009). Vakola & Bouradas, 

(2011). Defined organizational trust as “psychological sta te providing 

a feedback of how employees perceive the problems in the situations 

in which the organization is endangered”.  

 

In order for organizations to understand its individual trust we 

must relate it to the psychological contract as both variables are linked 

to each other’s. The focus of this study is how organizational trust 

relates to psychological contracts. In fact, researchers are recognizing 

the importance of social exchange as a theoretical foundation for 

understanding the relationship between individuals and their 

organization (Coyle-Shapiro & Neil Conway, 2005).     
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Over the past century there has been a dramatic change in the 

organizations in order to compete in the marketplace. Working in a 

competitive and difficult work environment has made changes 

between the internal arrangements of the relationship between 

employees and the organization known as the nature of psychological 

contracts. One of the most important assets in the organization are 

Employees, therefore, in order to retain these asset, the organization 

need to understand and fulfill what the employees expects from the 

organization ,s side and accomplish it. (Festing and Schafer, 2014). 

Written contract must always exist between both the organization and 

employee; however, psychological contract represents more implicit 

and wider nature of the written contract (Roehling, 1997). Roehling, 

(1997) argues that psychological contracts nature imply that 

employees have expectations must be fulfilled by their organizations, 

and the organization have expectations must be fulfilled by their 

employees respectively. Psychological contracts clarify the mutual 

relationship between both the organization as well as the employee.  

In their right, responsibility's, obligations, duties and 

expectations (Rousseau, 1989).  

Problem Statement: 

There has been an increasing interest in both organizational 

trust and in psychological contract describing the relationship between 

organizations and employees. However, so far there has been less 

attention of linking both research areas together. Even though, other 

researcher has examined these relations for example. Argento & Peda 

(2015) argued that organizational trust and psychological contract are 

complementary to each other’s among individuals and organizations 

in keeping their shared interests aligned. Also trust and contract have 

been highlighted to be one on the main common success between 

employee and their organizations.  

Therefore, this research represents a great contribution to the 

current literature and also provides important results regarding the 
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prioritization of the strategic directions to be followed in the 

organizations toward their employees. Finlay, this research will also 

provide important results demonstrated on the following relation to 

these important core variables    

Research Questions 

1. What is the relationship between organizational trust and 

psychological contracts in the educational organizations? 

2. Does an organizational trust construct provide a stronger 

prediction of psychological contracts when compared to the prediction 

of the underlying organizational trust dimensions: competence, 

openness/honesty, and reliability in the educational organization? 

This question addresses whether organizational trust and 

psychological contracts are in fact related, and will be compared with 

the underlying sub hypothesis. 

Hypothesis 

H1: Organizational trust is positively related to psychological 

contracts in the educational organization. 

H1a: Competence is positively related to psychological 

contracts. 

H1b: Openness and honesty is positively related to 

psychological contracts. 

H1c: Reliability is positively related to psychological contracts.  

Research Objectives  

1- Understand what the relationship is between organizational 

trust and psychological contracts in the educational organization. 

2- To determine if the inter-organizational trust construct 

provides a stronger prediction of psychological contracts when 

compared to the prediction of the underlying inter organizational trust 
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dimensions: competence, openness/honesty, concern, reliability in 

educational organizational. 

3- Seek if an availability of alternatives affects the relationship 

between inter organizational trust and psychological contracts 

Research Importance  

1- The results from this research fill a gap in the research 

literature and offer scholars and practitioners insight into 

organizational trust and psychological contracts between members in 

the educational organizational. 

2- This research is important as educational and learning 

organizational are organizations that are critically important that work 

at the interface of society and industry and surprisingly little research 

has been performed to understand them. 

3- This research also determined that, within the context of 

educational organization and their members, an organizational trust 

construct provides a stronger prediction of psychological contracts 

when compared to the prediction of the underlying organizational trust 

dimensions: Competence, openness/honesty, concern, reliability, and 

identification in educational and learning organizational. 

LITERATURE REVIEW 

There has been much of evidence highlighting the importance 

of organizational trust and psychological contracts both in theory and 

in practice, describing the relationship between organizations and 

employees. In the same way, this study will explore the organizational 

trust and psychological contracts that employee in CIC higher institute 

for Business and engineering have towards their Organization. The 

assumption is that employees enter trust-based relationships expecting 

a mutually beneficial exchange, and therefore the employee of CIC – 

(Canadian International Collage) joins the organization for a similar 

mutually beneficial relationship. 
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The following section will demonstrate the literature for the 

organizational trust and psychological contract.  

Organizational Trust: 

Trust: 

 Trust, can be defined as one’s “expectations or beliefs 

regarding the likelihood that another’s future actions will be favorable, 

or at least not detrimental, to one’s interests” (Morrison and Robinson, 

1997, p. 238). 

Rousseau and Tijoriwala (1999) found that trust in management 

was positively related to the perceived legitimacy of reasons for the 

change and, as demonstrated by Oreg (2006), trust in manageme nt is 

related to lower levels of affective, behavioral and cognitive resistance 

to a change. Additionally, Devos et al. (2007) found that trust in 

executive management as well as in the direct supervisor significantly 

contributed to the openness of employees to organizational change. 

This study therefore predicts that change recipients’ trust in their 

organization and its representatives is positively related to an 

employee’s attitude toward a specific organizational change.  

By operationalizing attitude toward change as a 

multidimensional construct, and examining engagement, 

psychological contract fulfillment and trust to represent the pre-

change internal context. 

The perceived obligations that constitute the psychological 

contract are based on promises (Rousseau, 2001) that are made either 

explicitly or implicitly (Rousseau, 1989). Violations of perceived 

promises diminish the trust of employees in their employer (Robinson 

and Rousseau, 1994; Robinson, 1996). Because trust lies at the heart 

of the employment relationship (Guest, 2004), the effects of an under -

fulfillment of the psychological contract can be detrimental for the 

performance of individual employees, and thus for the organization as 

anwhole. By contrast, psychological contract fulfillment may create 



The impact of organizational trust on 

Dr. Ayman Mobarez 

420 
 4102العدد الثالث                              مجلة الدراسات المالية والتجارية                           

 

commitment (Coyle-Shapiro and Kessler, 2000) and employee 

satisfaction (Tekleab et al., 2005). Although limited, there is also 

support for the positive relationship between psychological contract 

fulfillment and engagement (Chambel and Oliveira-Cruz, 2010), so 

that the present study expects that:. Psychological contract fulfillment 

is positively related to (a)  engagement and  (b)  trust  

Establishing of organizational trust is still a big challenge 

confronting each organization; trust can be categorized as the basic 

component of effective social process between organization members. 

Trust represents and effective predictor of employee's positive 

behavior, such as organizational commitment, employee loyalty, and 

organizational citizenship behavior. Therefore, establishing 

organizational trust for employees represents an ideal goal for any 

organization (Molm, Collett, and Schaefer 2007).   

 

Social exchange theory state that, the more organizational trust 

the employee's gets the more effort employee will provide to the 

organization. Resulting in more motivation to work hard, increase 

energy and engaging in positive behavior (Blau, P.M, 1964). Ekvall 

and Ryhammar (1999) argued that if employees perceive the climate 

of trust and new the mutual trust relationship between them and the 

organization, they will act in more positive and low risk behaviors 

toward their organization. Moreover, Barczak, et al. (2010) stated that 

if the surrounding environment of the employee is trustworthy, they 

well feel friendly with other members in the organization, and 

therefore, will result in positive discussion and generate more useful 

and innovative ideas. Other studies, like Aryee et al. (2002) and 

Knippenberg and Schie (2000) have found that trust will make 

employee contribute and cooperate with each other and though will 

result in motivation of employee to work harder to complete task and 

inspire more motivated ideas.  Liu, Loi, and Lam’s (2011) in their 

study of organizational trust have found the positive relation between 

trust and OCB and also have found the impact of trust of the employee 
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efficiency and attitude. Moreover, a consensus between researchers 

have found that trust is vital for all organizational activities such as 

goal setting, cooperation with team members, leadership, and 

teamwork, (Shockley-Zalabak, Ellis & Winograd 2000; Axelrod, 

1984; Elangovan & Shapiro, 1998; Gambetta, 1988; Jones & George, 

1998; Mayer, Davis, & Schoorman, 1995; McAllister, 1995; Dibben, 

2000; Velez & Strom, 2012). Limerick and Cunnington, (1993) argues 

that; “trust is the key value in networking, and is the one that is most 

problematic” and that trust “lubricates the smooth harmonious 

functioning of the organization by eliminating the friction and 

minimizing the need for bureaucratic structures.” (Caldwell, 2001).  

Also trust, can be defined as one’s “expectations or beliefs regarding 

the likelihood that another’s future actions will be favorable, or at 

least not detrimental, to one’s interests” (Morrison and Robinson, 

1997, p. 238). 

Trust represents an important issue in the interpersonal 

relationship in the work environment if any organization also for both 

managers and professionals In the organization (McAllister, 1995).. 

Porter et al,. (1975) state that "where there is trust there is the feeling 

that others will not take advantage of me". However, this study focuse 

on the employee's trust towards their organization's outhoritier such 

as, managers, leaders and supervisors (Brockner et. al., 1997).    

 

Research Objectives 

Understand what the relationship is between organizational trust 

and psychological contracts in the inter-organizational context. 

To determine if the inter-organizational trust construct provides 

a stronger prediction of psychological contracts when compared to the 

prediction of the underlying inter organizational trust dimensions: 

competence, openness/honesty, concern, reliability in educational 

organizational. 
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Seek if an availability of alternatives affects the relationship 

between inter organizational trust and psychological contracts 

 

LITERATURE REVIEW 

There has been much of evidence highlighting the importance 

of organizational trust and psychological contracts both in theory and 

in practice, describing the relationship between organizations and 

employees. In the same way, this study will explore the organizational 

trust and psychological contracts that employee in CIC higher institute 

for Business and engineering have towards their Organization. The 

assumption is that employees enter trust-based relationships expecting 

a mutually beneficial exchange, and therefore the employee of CIC – 

(Canadian International Collage) joins the organization for a similar 

mutually beneficial relationship. 

The following section will demonstrate the literature for the 

organizational trust and psychological contract.  

This literature review also describes how organizational trust 

and psychological Contracts are related and have been determined to 

be interchangeable constructs, and just as organizational trust 

diminishes so happens a breach in the psychological contract. 

Lowered trust and broken psychological contracts lead to lower 

contribution by the employee, and by extension the association 

member.  

In our model, employees, customers and members are three 

distinct entities.   

The model will depict the relationship between organizational 

trust and psychological contracts of the employee of CIC  Three  

variables previously established as a viable measurement of 

organizational trust, four variables to measure psychological contracts 

and one variable to determine if the availability of alternatives is 

related to organizational trust and psychological contracts. Rousseau 
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(1995), Robinson, (1996) and Mayer, Davis & Schoorman (1995) 

definition’ are used to define the constructs of psychological contracts 

and organizational trust in this research. 

Research on the topic of psychological contracts and 

organizational trust since Rousseau and Robinsons’ definition has 

been widespread and thousands of scholarly articles are available. 

 A 2017 Harvard Business Review Article notes for 17 years the 

Edelman’s Trust Barometer, performed by a large public relations 

firm, results show for the first-time levels of trust in business, media 

government and Non-Governmental Agencies (GMOs) are all in 

decline. 

Edelman’s had surveyed tens of thousands of people in dozens 

of countries about their levels of trust (Harrington, 2017).  

The constructs of psychological contract and organizational 

trust, as inter-changeable constructs, have been and continue to be a 

focus of interest for researchers and practitioners alike 

Psychological Contracts: 

Psychological contract fulfillment. 

A large and growing body of literature has investigated the 

topic of psychological contract introduced by Argyris (1960) . Argyris 

highlighted that there is a psychological contract between both 

employers and employees; however he didn't clarify the type of 

contract this relation was about, and didn't concrete a specific 

definition for the following concept. After Argyris, numerous studies 

have attempted to explain and define the concept of psychological 

contract. For example Rousseau (1995), lustrate the contract as a 

subjective perception of an individual toward others, however, it 

doesn’t relate to the reality but it is how the reality is perceived by the 

employee. This subjective aspect is represented in Rousseau’s 

definition of the psychological contract: which is “the individual’s 

beliefs about mutual obligations, in the context of the relationship 
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between employer and employee” (Rousseau, 1990, p.391).  

Moreover, Robinson, Kraatz, & Rousseau, (1994) has explained the 

obligations as the “beliefs, held by an employee or employer, that 

each in bound by promise or dept. to an action or course of action in 

relations to the other party” these beliefs are described as the 

interaction between the organization agents for example (supervisors, 

recruiters, managers of the HR department) and the employees 

(Rousseau, 2001). In conclusion, the employee will have beliefs 

towards their organization's obligations, as well as, the obligations of 

employee toward their organization (Koh & Yer, 2000). So the 

psychological contract clarifies and explains the mutual relationship 

between both the employer and the employee.  

Finally, according to Smithson and Lewis (2003) although the 

deferent definition of the psychological contract has been referenced 

there should be main elements covered in any definition such as. 

1. “Incorporation of beliefs, values, expectations and aspirations 

of employer and employee, including beliefs about implicit promises 

and obligations, the extent to which these are perceived to be met or 

violated and the extent of trust within the relationship.” 

2. “These expectations are not necessarily made explicit. It can 

be regarded as the implicit deal between employers and employees. It 

implies fairness and good faith.” 

3. “An important aspect of the notion of a psychological 

contract is that it can be continually re-negotiated, changing with an 

individual's, and an organization's, expectations, and in shifting 

economic and social contexts. It is not static, but dynamic and 

shifting.” 

4. “Because it is based on individual perceptions individuals in 

the same organization or job may perceive different psychological 

contracts, which will, in turn, influence the ways in which they 

perceive organizational events.” (p. 71)  
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Psychological Contract Measure: 

To measure psychological contracts, four items developed by 

Tekleab and Taylor (2003), similar to Robinson et al. (1994), were 

used. 

 Tekleab and Taylor measured the psychological contract, 

determining if the “Company” had fulfilled its obligations to the 

employee just as the “Employee” has fulfilled their obligation to the 

company. For the purpose of this study the scale was a 5 -point Likert 

measurement. 

Organizational Trust: 

Trust between individuals (employees, the investing public, and 

shareholders) and organizations has been recognized as a critical 

variable for long-term financial success, yet this organizational 

trustworthiness has been threatened by questionable behaviors of 

political and corporate leaders (Caldwell, & Clapham, 2003).  

 Trust is present when others are perceived as trustworthy 

(Meyer, Davis, & Schoorman, 1995).  

At the interpersonal level as noted by Mayer, Davis and 

Schoorman (1995), trust is extended to those who demonstrate ability 

or competence, benevolence or respect for the best interest of another, 

and integrity or congruent and honest behavior.  

Establishing of organizational trust is still a big challenge 

confronting each organization; trust can be categorized as the basic 

component of effective social process between organization members. 

Trust represents and effective predictor of employee's positive 

behavior, such as organizational commitment, employee loyalty, and 

organizational citizenship behavior. Therefore, establishing 

organizational trust for employees represents an ideal goal for any 

organization (Molm, Collett, and Schaefer 2007).   
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Social exchange theory state that, the more organizational trust 

the employee's gets the more effort employee will provide to the 

organization. Resulting in more motivation to work hard, increase 

energy and engaging in positive behavior (Blau, P.M, 1964). Ekvall 

and Ryhammar (1999) argued that if employees perceive the climate 

of trust and new the mutual trust relationship between them and the 

organization, they will act in more positive and low risk behaviors 

toward their organization. Moreover, Barczak, et al. (2010) stated that 

if the surrounding environment of the employee is trustworthy, they 

well feel friendly with other members in the organization, and 

therefore, will result in positive discussion and generate more useful 

and innovative ideas. Other studies, like Aryee et al. (2002) and 

Knippenberg and Schie (2000) have found that trust will make 

employee contribute and cooperate with each other and though will 

result in motivation of employee to work harder to complete task and 

inspire more motivated ideas.  Liu, Loi, and Lam’s (2011) in their 

study of organizational trust have found the positive relation between 

trust and OCB and also have found the impact of trust of the employee 

efficiency and attitude. Moreover, a consensus between researchers 

have found that trust is vital for all organizational activities such as 

goal setting, cooperation with team members, leadership, and 

teamwork, (Shockley-Zalabak, Ellis & Winograd 2000; Axelrod, 

1984; Elangovan & Shapiro, 1998; Gambetta, 1988; Jones & George, 

1998; Mayer, Davis, & Schoorman, 1995; McAllister, 1995; Dibben, 

2000; Velez & Strom, 2012). Limerick and Cunnington, (1993) argues 

that; “trust is the key value in networking, and is the one that is most 

problematic” and that trust “lubricates the smooth harmonious 

functioning of the organization by eliminating the friction and 

minimizing the need for bureaucratic structures.” (Caldwell, 2001).  

Also trust, can be defined as one’s “expectations or beliefs regarding 

the likelihood that another’s future actions will be favorable, or at 

least not detrimental, to one’s interests” (Morrison and Robinson, 

1997, p. 238). 
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Trust represents an important issue in the interpersonal 

relationship in the work environment if any organization also for both 

managers and professionals In the organization (McAllister, 1995).. 

Porter et al,. (1975) state that "where there is trust there is the feeling 

that others will not take advantage of me". However, this study focuse 

on the employee's trust towards their organization's outhoritier such 

as, managers, leaders and supervisors (Brockner et. al., 1997).    

Despite the numerous definitions of trust by scholars over the 

years the academic 

literature generally agrees that interpersonal trust is a dyadic 

relationship between two parties (Mayer, Davis, & Schoorman, 1995; 

Caldwell & Jeffries, 2001) and is frequently described in conte xt with 

the continuum of beliefs to action (Caldwell, 2001).  

In these dyadic relationships, interpersonal trust plays a 

significant role in creating an organizational environment that fosters 

cooperation based upon the moral qualities of effective managerial 

leadership (Caldwell, 2001;Fayol 1949; & Putnam, 1992).  

Mary Parker Follet and Chester Irving Barnard were two early 

scholars who wrote on the relationship of trust and interpersonal 

effectiveness in organizations in the first part of the twentieth century. 

 Follet discussed the importance of cooperation in restructuring 

the relationship 

between labor and management although treating trust and 

cooperation were separate but related constructs. 

Barnard (1938) noting communication and trust are linked to 

perceptions of overall  In her work Follet emphasized that 

organizations would be more “effective if their leaders dealt with 

employees in a manner that engendered followership based upon trust 

rather than focusing on command and control” (Caldwell, 2001 p.  20., 

Graham, 1995). 
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 Ring and Van de Ven (1994) propose that individual trust is 

required for inter-company trust, as organizations do not trust, but 

individuals do.  

Furthermore Hult, Stafford, Walker & Reingen (2000) found 

trust to be one of the key areas that significantly affect relationships 

and that it is dependent on communication, honesty and the integrity 

or underlying motives of individuals (Das & Teng, 2001).  

 Trust enables people to take risks: “where there is trust there is 

the feeling that others will not take advantage of me” (Porter et al., 

1975, p. 497).  

Trust is founded on the expectation that one will find what is 

expected rather than what is feared (Deutsch, 1973). Many times, the 

individuals trust is centered on how they make decisions that affect 

how they behave: “Do they consider my interests and welfare?” These 

ideas together result in a definition of interpersonal trust as the extent 

to which a person is confident in, and willing to act based on, the 

words, actions, and decisions of another (McAllister, 1995).  

Although trust is important in organizational interpersonal 

relationships (McAllister, 1995), the focus here is on employee’s trust 

for people in authority positions, such as their immediate supervisor or 

members of upper management (Brockner et. al., 1997). Studies have 

shown that employees trust in their organization’s authorities affect 

work attitudes and behaviors in a variety of ways (Trussell, 2015). 

Generally, employees are more supportive and commitment-orientated 

to the organization the authorities represent.  

This support and commitment to authorities and their 

organizations are presented in a variety of ways (Brockner et. al., 

1997). Subordinates who feel supportive of their  

organizational authorities are likely to be:  

(a). satisfied with the relationship with their authorities.  
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(b). committed to the organization and its goals, 

(c). behave in accordance to further the goals of authorities and 

the organization (Zagenczyk et.al., 2011). Konovsky & Pugh (1994) 

found employees were more apt to show evidence of organizational 

citizenship when they trusted their supervisors. 

The importance of trust and trustworthiness to an organization 

in achieving its goals is nothing new.  

Downsizing, rightsizing, globalization, an increase in diversity, 

technological advances, decentralized decision making, and misuse of 

power by executives making decisions are only a few events and 

processes making trust a significant topic of study in organizations 

and cultures (Ellis, et.al., 2000, Zia & Khan, 2014; Harrington, 2017). 

Trust and trustworthiness within and across organizations is argued by 

many to be directly related to the ability to form new associations and 

networks of trusting relationships to achieve organizational goals and 

predictive of whether an organization will remain viable (Shockley-

Zalabak, Ellis, et. al., 2000). 

Furthermore, a consensus among researchers concludes that 

trust is important in organizational activities such as teamwork, 

leadership, goal setting and arguably cooperative behavior in general 

(Shockley-Zalabak, Ellis & Winograd 2000; Axelrod, 1984; 

Elangovan & Shapiro, 1998; Gambetta, 1988; Jones & George, 1998; 

Mayer, Davis, & Schoorman, 1995; McAllister, 1995; Dibben, 2000; 

Velez & Strom, 2012). 

The study of trust has been noted as necessarily vital because of 

the interdependence of people and organizations (Caldwell, 2001; 

Daley 1991; Nyhan & Marlowe, 1997).  

Caldwell further notes with the information age combined with 

the importance of intellectual capital have increased the need for trust 

in relationships. An article in Fortune Magazine (Sept. 1998) noted 
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that over half of a firm’s perceived value in many industries is from its 

“smart people” or intellectual capital.  

When these people become fed up with their boss, they quit and 

take this intellectual capital with them. Finding talented people to 

replace them is time consuming and cost intensive.  

Limerick and Cunnington, (1993) state; “trust is the key value 

in networking, and is the one that is most problematic” and that trust 

“lubricates the smooth harmonious functioning of the organization by 

eliminating the friction and minimizing the need for bureaucratic 

structures.” (Caldwell, 2001). 

Ironically Reina and Reina (1998) noted that there was a 

growing decline in trust in 

society despite its critical importance. This irony that trust is of 

critical importance and growing in significance, yet poorly defined 

and diminishing in society, makes it clear that clarifying the terms 

trust and trustworthiness and research of its place in Industry is crucial 

to the future of business and society (Caldwell, 2001). Business 

Week’s June 24, 2002, cover story titled “Restoring Trust in 

Corporate America” featured a series of stories that thoroughly 

discussed problems associated with the breakdown in corporate 

trustworthiness, the impact of the breakdown on the perceptions of the 

public, and what measures need to be taken to restore trust 

in corporate America. The stories went on about an “endless 

stream of bad news alleging widespread management negligence and 

malfeasance is chipping away at the trust vital to a freemarket system” 

(para. 4) and accused many leaders of corporate America of 

“egregious breaches of trust and abuse of power” (para. 4). Trust has 

continued to decline in business, media, government and NGOs, since 

Reina and Reina (1999) using the Edelman Trust Barometer, reported 

that a 17-year international study had shown for the first-time that 

trust declined in all 
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organizational types (Harrington, 2017).  

Organizational trust measure: 

A survey instrument titled the Organizational Trust Index (OTI) 

was used to measure the 5 dimensions of organizational trust 

(Shockley-Zalabak, Morreale et. al., 2010). The Organizational Trust 

Index was developed by researchers and practitioners funded by a 

grant from the International Association of Business Communicators 

Research Foundation. 

Openness and honesty: 

“Openness and honesty is reflected in how organizations 

communicate about problems, engage in constructive disagreements, 

and provide input into job-related decisions”. (Shockley- Zalabak et. 

al., 2010). Honesty as a construct of trust is a mediating varia ble in 

psychological contracts (Krishnan, Marinich & Shields, 2012).  

 

Competence: 

Competence is “the ability of the organization through its 

leadership, strategy, decisions, quality, and capabilities to meet the 

challenges of its environment”. (Shockley-Zalabak et. al., 2010). 

Competence is measured by the organizations ability to meet its 

objectives and as a component of trust is reflected in the evaluation of 

psychological contracts (Isaksson et.al. 2003) 

 

Reliability: 

The reliability dimension is about commitment and doing what 

the trade association says it is going to do. Organizational reliability 

and predictability, per leading psychological contract researchers, is 

critical in the development of trust among stakeholders (Robinson and 

Rousseau 1994; Baksh, 2010) 



The impact of organizational trust on 

Dr. Ayman Mobarez 

422 
 4102العدد الثالث                              مجلة الدراسات المالية والتجارية                           

 

Relationship between Organizational Trust, and Psychological 

Contracts:  -  

Trust is the positive expectation of the behavior of the other 

(Hosmer 1995), also psychological contracts is the unwritten trust - 

based agreements between both the employee and the employer in the 

consensus between the contributions of both side obligations toward 

each other (Rousseau, 1995).   

Suffering from psychological contracts breach will results in 

less contribution between the respondent and the organization because 

they feel that they no longer trust the organization, and therefore, will 

ignore organization obligations and contract (Robinson, 1996). In 

another word, if the employee is treated in unfairness way, their 

contract will get breached resulting in diminishing in the employee's 

trust and therefore, will deteriorate their goals and obligation between 

them and their leader and managers. 

 Thus breached contract will results in less trust and thought 

lower contribution to organization obligation and requirements 

(Robinson, 1996). 

Trust is interrelated with psychological contract meaning that 

when the employer promise to do something and then do another thing 

the employee trust will diminish toward his employer. And so as the 

psychological contract which is similarly related to the individual trust 

and beliefs shaped by the employee toward the employer and vice 

versa (Robinson, 1996). Trust and contract play a compl ementary vital 

role in the employment relationship.  

Though in our proposition we can demonstrate that acquiring of 

organizational trust will result in the fulfillment of psychological 

contract in the educational organization as well as other originations. 
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Figure 1 

Research Model 

 

 

 

 

 

 

 

Population and sample 

 

Table ( 1   ) 

The source HRM in Zayed & New Cairo -)) 

Ser.  
Division 

 

Elshikh  Zayed Branch New Cairo Branch 

1 Academic Staff 35 55 

2 Assistant Staff 40 85 

 
3 Admin, Staff 50 

 

ذ65

 Total 125 205 

Psychological Contract 

Fulfillment  

Organizational Trust 

 Competence 

 Openness and Honesty 

 Reliability  
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The target survey respondents are members of Canadian International; 

collage ( Shikh Zayed Branch and New Cairo Branch  .  

The sample consists of mostly all the members who range from 

Academic staff members (doctors) and assistant staff (TA,s & LA,s ) 

and administration staff .This range of possible respondents offered an 

accurate group to collect a sufficient sample. 

So the searchers will take all the respondents as sample (330 

respondents) . 
 

Testing Validity and Reliability:  

Examination Validity of Measurement: 

 العبارة م
Pearson 

correlation 

Confirm
atory 
Factor 

Analysis 

 

KMO 

Bartlett’s 

(Test Sig ) 

Competence               

.720 

.000 

 

 

0.  

I am highly satisfied with the capability of 

the CIC Management and Staff 

أناار ر ت امرمااار رااان ماادر ل  دم ياااد  د ناااد   د ااارد  
 د لوم  لإد رة و د رملين بو .

.924 .918 

4.  

I am highly satisfied with the capacity of 

the CIC organization to achieve its 

objectives. 

 أىد فير داحقيق CIC ىيئة مدرة رن دلغرية ر ت أنر

.953 .956 

2.  

I am highly satisfied with the overall 

quality of the products and/or services of 

the CIC  

أناااار ر ماااا  امرماااار راااان لااااودة  دمنااااا  أو  د دمااااة 
  دمقدمة من  دم يد  د ند   د رد  .

..866   .864 
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Openness / Honesty    ذ  

4- 

I have a say in decisions that affect the 

department I work for. 

  دذ   دقسم رلى اؤثر  دا   دقر ر ل ف  رأ  دد 
فيو أرمل . 

.832 .819 

2- 

I am free to disagree with the CIC High 

management team. 

 .دلم يد  د لير  لإد رة فريق مع  لا الاف ف  حر أنر
.912 ..909 

6- 

I can tell my manager when things are 

going wrong. 

 . لأمور اسوء رندمر مدير  إ برر يم نن 
.917 .924 

2- 

I receive adequate information regarding 

how my Performance is evaluated. 

  لأد ء اقيايم  يفياة ب صاو   رفياة م لومارل أالقى
 .ب   د ر 

.873 .920 

 Reliability         

2- 

The CIC keeps its commitments to its 

members. 

 احرفظ إد رة  دم يد رل  إداز مراير الره  د رملين 
..856 .893 

2-  

CIC operations team behaves in a 

consistent manner from day to day. 

 من متناسقة بطريقة CIC العمل في فريق يتصرف

 لآخر يوم

.913, .928 

01
- 

The Management team follows through 

with what he/she says. .922 .912 
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 .يقودو مر  لإد رة بردم يد فريق ياربع

 
Physiological Contract fulfillment    

00
- 

 CIC has done a good job of meeting its 

obligations to me.  

 برداز مرايااار  دوفااارء فااا  لياااد ب مااال CIC مرمااال دقاااد
 الرى 

.829 .912 

 

04
- 

CIC has fulfilled the most important 

obligations to me. 

 د  ير داز مرا بأىم CIC أوفل دقد
.756 .819 

 

02
- 

I have done a good job of meeting my 

obligations to CIC 

 CIC الره برداز مرا   دوفرء ف  ليد ب مل ممل دقد
.895 .923 

 

02 
 

I have fulfilled the most important 

obligations to CIC 

 CIC   الره داز مرا بأىم أوفل دقد
.912 .859 

 

Table 2 

 

Three tools were used to determine reliability of the measurement. 

Cronbach’s α, & Confirmatory Factor Analysis -CFA Pearson 

correlation SLR  

 The Table reveals that all the values of Cronbach’s α higher than 

0.72, SLR from.756 to .953 Confirmatory Factor Analyses -CFA from 

.819 to .956 

Therefore the validity is fulfilled. 

Examination Reliability of Measurement: 
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Ser.  

Cronbach’s α 

No, of 
elements 

 

Dimentions 

1- .891 3 Competence              ذ

2- .757 4 Openness / Honesty     

ذ      Reliability 3ذ858. -3

 Physiological Contract fulfillment 4ذ833.ذ-4

 921. 14  لإلمردى

Table 3 

The tool was used to determine reliability of the measurement. 

Cronbach’s α, it was greater than 0.9 reliability is considered 

acceptable, and in this case the results surpass the acceptable level 

demonstrating an excellent level of reliability 

Correlation: 

Correlation analysis was used as the first pass to review the 

relationship between variables. The aspired significance level of less 

than .05 was met, illustrating the results are significant and did not 

occur by chance. All variables are related (See Table      ). 
Table No  3    Pearson’s Correlation Matrix, 

Reliability Open/Honest Competence PC 

Index 
Org Trust Scale 

 

 

   1 Org Trust 

   1 .771** PC Index 

  1 .819** .894** Competence 

 1 .884** .806** 963** Open/Honest 

1 .883** .917** .826** .821** Reliability 

** Correlations are significant at the 0.01 level (2-tailed) 
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Table   4  

Examination of the Variables 

Reliability Open/Honest Competence PC 

Index 
Org Trust Scale 

3.66 

 

3.38 3.57 3.62 3.40 Mean 

3.50 3.33 3.50 3.50 . 3.41 Median 

.08661 .09541 .10098 .08311. .09002 Std. Error 

.83076 .91519 .96854 .79715. .95416 Std. 

Deviation 

   .   

 

Regression Analysis :-   

Regression analysis was used to test Hypotheses 1 – 2. R². Measures 

how close the data is to the regression line and Table 4.9 displays the 

R². Results. R²., as a percentage, is always between 0 and 1 with 0 

indicating the model explains none of the variability surrounds the 

mean and 1% indicating all for the variability of the response data is 

around the mean.  

All constructs results span between ≈ 55% and 60% illustrating more 

than half of the data fits the model. 

Generally, a higher R². Represents a better model fit but, in some 

instances, it is fine to have a lower R². Value. In fields attempting to 

predict human behavior, such as psychology, R2- values are expected 

to be lower, as humans are harder to predict than, for instance, 

physical processes (Frost, 2013). Arguably, the element of human 

behavior prediction in the psychological contracts constructs applies 

in this study. Aside from the R². According to Frost (2013), the 

coefficients “still represent the mean change in response for one unit 

of change in the predictor while holding other predictors in the model 

constant” (p. 1). For H1, for example, the Beta coefficient for 

Organizational Trust in the table is 0.667. This means that for every 

one point increase in Organizational Trust, the model predicts that 

Psychological Contracts will increase by 0.667 points 
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Table 5 

Regressio

n 

Option 

Independe

nt 

Var-Y 

Range 

Depende

nt 

Var-X 

Range 

Statistic

al 

Test 

R 

Squar

e 

Beta 

Coefficie

nt 

Significanc

e 

P -value 

Hyp 1                Org Trust           Psych Cont        Linear Reg       .595           .667   

           p < .0001 

Hyp 1a              Competence        Psych Cont     Linear Reg        .586          .628     

         p < .0001 

Hyp 1b               Open & Hon      Psych Cont      Linear Reg      .549            .612    

        p < .0001 

Hyp 1c               Reliability            Psych Cont     Linear Reg      .572         .762      

       p < .0001 

Hypothesis 1. Organizational Trust is positively related to 

Psychological Contracts 

Table 6 

Table    

Statistical Data Research Question 1 –    Hypothesis 1 

Org Trust – Psych Contracts       Value          Probability 

R²                                                    .595          p < .0001 

Pearson’s Correlation                      .771          p < .01  

Table -6 presents the statistical analyses to test Hypothesis 1. It shows 

the R2 as .595, p value is highly significant (p < .0001), and therefore 

the null hypothesis is rejected. In addition, while Pearson’s 

Correlation (noted in Table 11) scored .771 with p < .01 indicating a 

strong linear association meaning as Psychological Contracts 

increases, Organizational Trust also increases. Figure 10 shows an R² 

= 0.595, meaning the model (line) accounts for 60% of  variability 

about the mean. 
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Figure 2. 

Graph representing the relationship between Organizational Trust and 

Psychological Contracts. Scatter plot H1 
 

Question 2. Does an organizational trust construct provide a stronger 

prediction of psychological 

contracts when compared to the prediction of the underlying 

organizational trust dimensions: 

competence, openness/honesty, and  reliability,  in Educational 

Organization ?  

An R² analysis shows that the percent variance between organizational 

trust and psychological contracts do provide a stronger prediction 

when compared to the underlying trust dimensions 

(see Table ---- ). 
Table 7 

Comparison of organizational trust – psychological contracts 

dimensions R-values. 

Constructs                                                                  R²                      

Percent 

Organizational Trust - Psychological Contracts      .595                         

60% 

Competence – Psychological Contracts                  .586                           

59% 

Openness/Honesty – Psychological Contracts        .549                           

55% 

Reliability – Psychological Contracts                    .572                             

57% 
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Table 8 

Statistical Data Question 2 – Hypothesis 1a. Competence is positively 

related to Psychological Contracts 

Competence – Psych Contracts                Value                       

Probability 

R²                                                              .586                             p < 

.0001 

Pearson’s Correlation                              .765                              p < .01 

The table 13 presents the analysis for H1a. R² is .586, p-value is small 

p < .0001, therefore null hypothesis is rejected. Additionally Figure 11 

shows R² value of .586, meaning the model (line) accounts for 59% of 

variability about the mean and Pearson’s Correlation noted in Table 

13 scored .765 (p < .01) indicating a strong linear association meaning 

as competence increases, psychological contracts increase. 

 

 
Figure 3. 

Figure 3. Graph demonstrating relationship between Competence and 

Psychological Contracts. Scatter plot H1a 
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Table 9 

Statistical Data Question 2 – Hypothesis 1b. Openness and Honesty is 

Positively Related to Psychological Contracts. 

Openness and Honesty – Psych Contracts                       Value                       

Probability 

R²                                                                                        .549                          p < 

.0001 

Pearson’s Correlation                                                         .741                          p < 

.01 
 

Table 14 presents the analysis for H1b. R² is .549, p-value is small p < 

.0001, therefore null hypothesis is rejected. Additionally, Figure 12 

shows R² scores .549 meaning the model (line) accounts for 55% of 

variability about the mean and Pearson’s Correlation noted in Figure 

12 of .741 with p < .01 indicating a strong linear association su ch that 

as Openness and Honesty increases, Psychological Contracts also 

increases 
 

 
Figure 4 

Figure 4. Graph demonstrating the relationship between Openness & Honesty and 

Psychological Contracts. Scatter plot H1b. 
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Table 10 Statistical Data Question 2 – Hypothesis 1c. Concern is positively 

related to 

Psychological Contracts 

Concern – Psych Contracts                                  Value                           Probability 

R²                                                                          .574                                p < .0001 

Pearson’s Correlation                                           .864                                 p < .01 

 

Table 10 presents the analysis for H1c. R² is .574, p-value is small p < 

.0001, and therefore null hypothesis is rejected. Additionally Figure 

13 shows R² scores .574 meaning the model (line) accounts for 57% of 

variability about the mean and Pearson’s Correlation value of .864 (p 

< .01) indicating a strong linear association such that as C oncern 

increases, Psychological Contracts also increases. 

 
 

 
Figure 5 

. Graph demonstrating the relationship between Reliability and Psychological 

Contracts. Scatter Plot H1c 

Table 11 

Statistical Data Question 2 – Hypothesis 1e. Identification is Positively Related to 

Psychological 

Contracts. 

Identification – Psych Contracts                             Value                                       

Probability 

R²                                                                              .578                                          

p < .0001 

Pearson’s Correlation                                               .818                                          

p < .01  

 

Table 11 presents the analysis for H1e. R² is .578, p-value is small p < 

.0001, and therefore null hypothesis is rejected. Additionally Figure 
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10 shows R² scores .578 meaning the model (line) accounts for 58% of 

variability about the mean and Pearson’s Correlation value of .818 (p 

< .01) indicating a strong linear association such that as Identific ation 

increases, Psychological Contracts also increases. 

 

- Limitations of the study 
 

Although the door was opened sharing insight into organizational 

relationships with 

Respondents in the Egypt, the results may differ and not be applicable 

in other countries. 

These results may not be applicable as a “blanket” in 

understanding organizational relationships and psychological 

contracts with all Educational and learning organization in Egypt. 

Simply because there are different types of Educational and learning 

organization. 

Both researchers assumed that CIC elshikh Zayed and New Cairo 

Branch are heavily resourced organizations that create significant 

trust, status and reputation that arbitrate between private Educational 

and learning organization. 

 

 

- Discussion of Findings 
 

The results from this research fill a gap in the research literature and 

offer scholars and practitioners insight into organizational trust 

between Employee and educational and learning organization. 

 This research is important as educational and learning are 

organizations that are critically important that work at the interface of 

society and industry and surprisingly little research has been performed 

to understand them (Rajwani, et. al., 2018) 

Just as past research has shown a relationship between organizational 

trust and 

Psychological contracts between (a) employees and organizations and 

(b) customers and organizations, the results discussed above show 

there is a relationship between organizational trust and psychological 

contracts in the organizational context of Trade educational and 

learning organization and their members . 

. This was demonstrated by the strong linear relationship between with 

R² scores 60% with a beta of .667 meaning for every 1-point increase 
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in organizational trust results in a .667 - point increase in 

psychological contracts.  

Pearson’s correlation also scores .771 illustrating a strong positive 

correlation. Organizations can now understand if organizational trust 

diminishes between members and educational and learning 

organization psychological contracts fade which would lead the 

member to pull away from the educational and learning organization 

and possibly seek out another organization to join. 
 

This research also determined that, within the context of educational 

and learning organization and their members, an organizational trust 

construct provides a stronger prediction of psychological contracts 

when compared to the prediction of the underlying organizational trust 

dimensions: 

Competence, openness/honesty, and reliability, in trade associations. 

R². scores highest at 60% over the 3 underlying organizational trust 

dimensions and Pearson’s correlation scores parallel in ranking from 

highest to lowest. 
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