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Abstract

Introduction. This thesis investigates the impact of employees’ working relations in creating,

maintaining and retaining trust in the Bahrain Olympic Committee (BOC).

Aim: The main aim of this thesis is to determine how the three groups of Organisational Trust
variables, namely Social System Elements (SSE), Factors of Trustworthiness (FoT) and Third-Party
Gossip (TPG), affect employees’ Organisational Trust (OTR) in the BOC and promote
Organisational Citizenship Behaviour (OCB). To answer this main aim, a conceptual framework
was created that focused on exploring the following research aims: (1) the interrelationship
between SSE and FoT, (2) the effect of SSE on OTR, (3) the impact of TPG on OTR and (4) the
effect of OTR on overall OCB.

Methodology: The study uses a mixed-method case study research style that included in-depth
semi-structured interviews with 17 managers, an online questionnaire survey with 320 employees
of the BOC and an analysis of the BOC’s Annual Reports from 2015 to 2018.

Results: The qualitative and quantitative findings indicate, firstly, that there is a significant
interrelationship between SSE and FoT, establishing that SSE’s perception of organisational justice
(OJ), including that FoTs benevolence and integrity as the most important factors in yielding
employees’ trust in the BOC. Secondly, it has been established that SSEs have significant direct
and indirect effects on OTR. Thirdly, negative and positive TPG concurrently occurred in the BOC
and the prevalence of negative TPG poses more impact on OTR. Finally, this study’s findings
demonstrated OTR's effect in generating OCB, including that Civic Virtue was rated as the most
preferred of the five OCB themes; this indicates the managers’ and the employees’ strong

emotional attachment and support of the activities taking place at the BOC.

Contributions: Overall, this thesis substantially contributes to OTR literature, particularly in the
context of the Middle East. It also proposes several insightful recommendations for future research

and practical implications for practitioners in the field of Organisational Trust.

Keywords: Bahrain Olympic Committee, BOC, organisational trust (OTR), social system elements (SSE), factors of
trustworthiness (FoT), organisational citizenship behaviour (OCB), third-party gossip (TPG), trust reciprocity, social

exchange mechanism
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Chapter 1 - Introduction

1.1 Introduction

Although trust is a common word used almost daily in social relationships it is, in fact, complex
and based on many variables. Many of these interpersonal trust variables must be present in any
organisational or business operation to create and maintain organisational trust (OTR). These
variables are interconnected to one another and aid in attaining, building and maintaining OTR.
To grasp the interconnectedness of these organisational trust variables, an investigation into the

working relations (social system elements) within an organisation is imperative.

This thesis focuses on studying the impact of employee-manager and employee-organisation
working relations on OTR which stem from the interaction of several organisational trust variables
and processes within organisational relationships. It is, thereby, the central work of this research
to measure the impact of the organisational trust variables, namely the social system elements
(SSE), factors of trustworthiness (FoT) and the effect of third-party gossip (TPG) on employees’
overall trust in the organisation. This thesis ultimately aims to establish that OTR is a basic

predictor of organisational citizenship behaviour (OCB) (Yu et al., 2018).

The concept of trust is present in most cultures and it is perhaps central to any human interaction.
However, most existing trust research has taken place in a Western context, as Tsui & Wu (2005)
pointed out the overwhelming prevalence of the U.S. perspectives, values and interests projected
in management knowledge. Therefore, the study on trust across different national/societal
cultures, particularly in this part of the world (the Arabian Gulf), is timely and imperative because
organisational trust positively contributes to the economy and the well-being of employees
(Redman et al., 2011).

Moreover, adding Bahrain’s perspective on trust enriches existing literature, shedding light on
essential elements that could have a different weight in Western cultures such as the importance
of family ties in business relationships in the Arabian Gulf region. Furthermore, a view of trust in
the Bahraini cultural context might prove beneficial to international companies operating in the
states within the Arabian Gulf to implement the right and effective measures on regulations and

policies that will aid manager-employee relations to organisational success.
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1.2 Research Aim

This research aims to investigate how organisational trust variables, such as social system
elements (SSE), factors of trustworthiness (FoT) and third-party gossip (TPG), affect employees'
trust and promote organisational citizenship behaviour (OCB) within the Bahrain Olympic
Committee (BOC).

Several trust-related theories were adopted to aid in testing the conceptual framework. Firstly, it
includes Mayer et al.’s (1995) three FoT (i.e., benevolence, integrity, and ability) as these factors
are widely acknowledged in the literature and established to be predictors of trust. Secondly, it
also considers numerous prior research that investigated the impact of SSEs individually on OTR
such as Kim & Leung (2007) for organisational justice (OJ), Sarfraz et al. (2018) for the perception
of corporate social responsibility (CSR), and Colquitt et al. (2014) for employee involvement (EI).
These three SSEs were selected based on their significance in achieving co-operative employee
relations. Thirdly, this study also aims to look at Third-Party Gossip’s (TPG) impact on
organisational trust. Taking into consideration that gossip is present in all organisations, its
significance can be seen in its effect on employees’ trust. Finally, the conceptual framework
considers OCB. Singh & Srivastava (2016) pointed out that OCB was the predominant positive
outcome of OTR and to aid in understanding OCB, Dennis Organ’s (1988) five dimensions of OCB,
which are altruism, courtesy, conscientiousness, sportsmanship and civic virtue, were used. Each

of these variables is discussed in its headings in Chapter 2.

All these theories contribute to the study of organisational trust (OTR) at the Bahrain Olympic
Committee (BOC), an independent organisation in the Kingdom of Bahrain that is recognised by
the International Olympic Committee. The BOC has an employee base of 420, comprising a ten-
member board of directors, a total of nine departments and 26 affiliated sporting associations.
Hence, the BOC, with its multidisciplinary workforce, national and international reach, high public
visibility and close connections with government and civil society, represents an ideal case to
study OTR in the Arabian Gulf region.

In this context, this study’s test of the distinctive conceptual framework with the following
organisational trust variables stated above uses a mixed method in data collection to holistically

gather information on employees’ trust in the organisation through an online survey (quantitative)
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ad managers’ perception of employees’ trust through a semi-structured in-depth interview as well
as analysis of the BOC's Annual report from 2014 to 2018 (qualitative).

For the primary qualitative data collection (Chapter 4), this study utilised the four research
questions (RQs), namely, (1) How do the three Social System Elements (SSEs) relate to Factors
of Trustworthiness (FoT)? (2) How do the three social system elements (SSEs), together with the
factors of trustworthiness (FoT), affect employees’ perception of organisational trust (OTR) within
the organisation? (3) How does third-party gossip (TPG) affect organisational trust (OTR)? and
(4) “"How does employees’ trust in the organisation determine their overall Organisational
Citizenship Behaviour (OCB)?"” These four RQs assisted in soliciting managers’ responses that
indicate their perception of employees’ trust in the organisation. Their responses laid out their

characteristics in line with this study’s trust variables in fostering trust among employees.

For the quantitative data collection (Chapter 5), this study used research objectives (RO) in line
with the research questions of the thesis, namely: (1) To validate the relations of the SSs and
FoT; (2) To establish the relations of SSEs and OTR through FoT; (3) To determine the impact of
SSE on OTR moderated by TPG; and (4) To determine the impact of OTR on OCB. These research

objectives have the corresponding hypotheses, and they are:

RO1 Hypothesis:
H1: SSE is positively related to the factors of FoT.

RO2 Hypothesis:
H2: SSE has a positive indirect effect on OTR through (mediated by) FoT.

RO3 Hypotheses:
H3: The direct relationship between SSE and OTR is such that these two
relationships will be weaker when contact with TPG is negative than when it is
positive.

RO4 Hypothesis:
H4: SSE has a positive indirect effect on OCB through (mediated by) OTR.
H5: OTR has a positive effect on OCB.

Notably, the quantitative data is expected to indicate the presence of SSEs, FoT and positive TPG,

influence trust, and through these variables indicate the attainment of employees’ trust.
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1.3 Research Questions

This study formulated four specific research questions that clarify the dynamic interrelationships

highlighted in the conceptual framework as follows:

1. How do the three Social System Elements (SSEs) relate to Factors of Trustworthiness
(FoT)?

2. How do the three social system elements (SSEs), together with the factors of
trustworthiness (FoT), affect employees’ perception of organisational trust (OTR) within
the organisation?

3. How does third-party gossip (TPG) affect organisational trust (OTR)?

4. How does employees’ trust in the organisation determine their overall Organisational
Citizenship Behaviour (OCB)?

These research questions will assist this study in establishing the dynamic interconnectedness of
the trust variables to OTR and consequently the promotion of OCB as visualised by the conceptual
framework below (Figure 2.3). Additionally, the conceptual framework will be used to develop an
employee questionnaire and a semi-structured manager interview to explore the existing working
relationship at the BOC.

1.4 Contribution
This research aims to contribute to the organisational trust literature in several ways.

First, this study was directed by its critical investigation of organisational trust literature,
particularly the research gaps identified. Chapter 2 of this study discusses several research gaps,
such as the scope of prior studies concerning organisational trust. Prior studies, as mentioned in
Chapter 2, focus on one scope, such as employees’ trust in managers or management (Alaaraj et
al., 2018; Dahmardeh & Nastiezaie, 2019; Gholami et al., 2019) or employees’ willingness to
establish a long-term association with the organisation (Serrano et al., 2018; Verburg et al., 2018;
Yu et al., 2018; Yue et al., 2019). Notably, this study’s scope surpasses the scope of previous
studies on OTR because its collected data include employees’ OTR and managers’ perceptions of
employees’ trust in them reflected through the SSE principles. It is also worth noting that this
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study’s critical literature review also established the lack of evidence relative to the evaluation of
SSEs’ (organisational justice, employee involvement, and CSR) correlation to FoT in relation to its
effect on OTR. However, prior studies established OTR as a multidimensional concept (Salanova
et al., 2021; Nienaber et al., 2015) involving interconnections of various trust variables, implying
that a study focusing merely on one scope, for instance, employee perception of management
and using only one or two trust variables, for example, social system elements, would not
sufficiently cover the multidimensionality of organisational trust. Thus, this study devised a
conceptual framework that covers a range of trust variables, such as SSEs, FoT and TPG, and
OTR'’s impact on OCB, showcasing the interrelations of these variables with OTR and OCB. The
selection of these trust variables was based on prior studies that established them as significant
predictors of OTR (Jung & Ali, 2017; Shaw, 2014; Xia et al., 2011), employee involvement (Arkin,
2011; CIPD, 2015; Macleod & Clarke, 2009; Purcell, 2014; Schaufeli et al., 2014; Alfes et al.,
2013; Hyman, 2018; Ahmad et al., 2017), organisational justice (Le et al., 2014; Lance Frazier et
al., 2010; Yang & Massholder, 2010; Lewicki et al., 2005), CSR (Vlachos et al., 2010; Tian &
Robertson, 2017; Christensen & Raynor., 2013; Lee et al., 2018; Kim et al., 2010; Ali et al., 2010),
Factors of Trustworthiness (Colquitt & Rodell; 2011; Baer et al., 2018) and TPG (Michelson et al.,
2010; Goold & Klipp, 2002; Kramer & Tyler, 1996; Kong, 2018; Nugent, 2018). Another research
gap refers to the lack of studies that investigate the relationship between OTR and OCB even
though prior studies established their positive relations (Koodamara et al., 2019; Yildiz, 2019),
OTR as a mediator, and the need to investigate trust variables’ impact on OCB through OTR
considering the fact that OTR is a multidimensional concept (Salanova et al., 2021; Nienaber et
al., 2015). To address this gap, the study investigates the indirect effect of SSEs (EI, perception
of CSR and perception of OJ) on OCB through OTR.

Therefore, this study’s extensive inclusion and study of carefully selected trust variables, such as
SSEs, FoT, and TPG, in determining their impact on OTR and OTR as a mediating variable in
determining OCB, will extensively contribute to enriching the OTR literature, benefitting
researchers and practitioners in the field. Similarly, the conceptual framework (Figure 2.3) devised
to measure the impact of these trust variables in one study might prove to be beneficial for
researchers and scholars as this can serve as a potential model for further research in

organisational trust.
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Second, this study enriches OTR literature as it answers the previous studies’ recommendations
and calls for further investigation in the following: (a) taking organisational trust and
organisational citizenship behaviour as outcome variables for future studies (Ha & Lee, 2022), (b)
organisational trust as a mediator in between organisational citizenship behaviour and procedural
justice (Koodamara et al., 2019), and (c) the unexplored research on the involvement of many
mediating variables in the relationship between organisational trust and organisational citizenship
behaviour (Yildiz, 2019).

Third, the critical literature review revealed that there is minimal research on organisational trust
conducted in the context of the Middle East, particularly the Arab Gulf region (Redman et al.,
2011; Tlaiss & Elamin, 2015). As explained in Chapter 2, the study of organisational trust in
Bahrain enriches OTR literature by providing findings and analysis of how Bahrain, and to some
extent the Arabian Gulf region, since they share similar culture (collectivist), perceive
organisational trust as well as insights on how practitioners, based in the Middle East, should
adopt and implement regulations and policies to promote, maintain and retain employees’ trust in
the organisation. The Arabian Gulf’s perspective of organisation trust through this study can then
serve as a basis for researchers and scholars when comparing it with the overwhelming trust
literature of the western context. In other words, this study becomes significant research in
providing insights into organisational trust in the context of the Arab Gulf region, potentially
assisting organisational decision-makers in making informed decisions on policies and regulations
to adopt and implement. A case in point is the study conducted by Lister (2013), stating that UAE
organisations with a group-based trust disposition are highly successful. Additionally, this study
enriches organisational trust literature that researchers can use as a basis for juxtaposing trust in
Western and Middle Eastern contexts. More importantly, it has to be noted that the study of
organisation trust in Bahrain remains unexplored up to this date. Hofstede (2019) provided an
analysis of Gulf countries’ cultures, such as Saud Arabia’s, UAE’s, Iraq’s, Qatar’s, and Kuwait's, on
his website; however, no analysis of Bahrain’s culture can be found, which indicates that Bahrain
is a fertile ground for research to be conducted in the sphere of organisational trust, especially

when considering that Bahrain is a financial district with numerous multinational companies.

Fourth, it is essential to consider that the cultural aspect of the nation and, to some extent, of the

region, plays a significant role in terms of how trust in an organisation is perceived. Prior studies
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(Erthal and Marques, 2018; Kargas, & Varoutas, 2015) presented evidence of the
interconnectedness of national and organisational cultures. There is evidence in the literature that
national culture influences the HRM practices, leadership style, decision-making of management,
reward system, expectations of employees at work, organisational design, motivation, and
communication system (Moore 2016; Schein 2010). There is evidence found that in some
countries, national culture gives more control to their political leadership through finance, and
other ministries can influence the decision-making with respect to employee recruitment,
promotion, organisational changes, and major financial decisions (Aslam et al., 2016; Aslam et
al., 2015). Furthermore, the national culture of Arab countries gives more control to royal families
and their people in the ministries who are responsible for rules, policies, and regulations for public
and private organisations where national interests are the top priorities for them (Amin et al,,
2012). These findings in the literature review in relation to the interconnectedness of the national
and organisational cultures explain why this study is significant in considering the discussion and
inclusion of culture. Furthermore, in the context of the BOC, I included in my thesis a discussion
of Dundon et al.’s (2017) power dynamics of working and employment relationships in Bahrain,
focusing on the seven dimensions, namely: legal sources, contract status, technology and
employment, institutional governance mechanisms, union participation, non-union employee voice
and external actors and networking in Chapter 2, following the analysis of Bahrain’s culture
through the use of Hofstede’s (2019) framework. This discussion provides a clearer understanding
of Bahrain’s culture in relation to the understanding of organisational trust. It is also important to
note that Bahrain, Saudi Arabia and the UAE, all Gulf countries, have been identified as having a
similar culture, a collectivist culture, implying its significance in enriching the minimal research
conducted in the Arabian Gulf on organisational trust. Additionally, for a better understanding of
culture’s role in organisational trust, this study uses social exchange theory. According to Cook
et al. (2013), management theories such as social exchange theory (SET) can apply in diverse
cultural settings. The SET can provide an in-depth understanding of the role of socio-cultural
factors embedded in the trust and social practices of the organisation (Cook et al., 2013; Thomas
& Iding, 2011). The SET is based on social behaviour in which people first determine the risk and
benefit analysis before involving in social exchange (Homans, 1958). SET is one of the models

used in explaining people’s behaviour, outcomes or benefits, environment and the interpersonal
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network and trust between individuals (Blau, 1964). Social exchange and culture are interlinked
as they are associated with personal values, individual motives and behaviour choices (Cook et
al.,, 2013; Chernyak-Hai & Rabenu, 2018) that can influence organisational trust and
organisational citizenship behaviour. SET argues that individuals may show interpersonal trust
based on future expectations, meaning that individuals will not participate and work in teams
when they perceive there are more efforts as compared to lower levels of reward. The SET also
posits a similar ideology that employees show their high trust and engage with work only when
they perceive higher organisational reward by giving their maximum contribution. The SET can
be deduced as the foundation of mutual reciprocity, which argues based on the benefit returns
and states that one will not exhibit certain behaviour unless the expectation of the outcome is
positive (Blau,1964). According to Wang & Noe (2010), SET highlights that mutual working
practices are strongly dependent on cost and benefit analysis as well as organisational trust and
justice in an organisation. Conditional, unconditional, affective, cognitive, and social trust are
some of the factors that can influence organisational performance (Wang & Noe, 2010). If
employees perceive distributive justice (reward and performance linkage) as high and they may
develop more trust in management, then they are more likely to show higher organisational
commitment and citizenship behaviour. Wu et al. (2006) have elaborated SET in the context of
two factors: social cost and benefits and economic cost and benefits. For example, social costs
and benefits such as respect, caring, honour, and friendship are important factors that can
increase organisational trust. Whereas economic cost and benefits such as equivalent and
reciprocal rewards can enhance the overall organisational performance. Therefore, this study
opted for SET theory as it helps to contribute by focusing on how the organisational trust has
socially constructed meanings and multidimensional such as SSEs, FoT, and TPG, impacts OTR
and promotes OCB. More importantly, the insights into how organisational trust is best attained
and retained in the BOC in relation to culture both national and regional can potentially inform
practitioners of the best method or approach to use in their organisation in a similar setting.
Similarly, researchers can benefit from the findings of this study in terms of getting a
comprehensive understanding of trust in Bahrain and the Arab Gulf region. Therefore, the
inclusion of the discussion of the context’s culture provides an opportunity for a holistic

understanding and explanation of the quantitative and qualitative data collected.
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Fifth, this study presents an amalgamated questionnaire that brought seven scales together to
measure different organisational trust variables and further established their validity and reliability.
Such a questionnaire might be beneficial for future researchers in conducting a similar study in a

different context.

Finally, this study opted for using the mixed method in collecting and analysing data based on the
aim of presenting a holistic perspective of organisational trust in the BOC. Extant literature
presents studies (Alaaraj et al. 2018; Dahmardeh & Nastiezaie, 2019; Gholami et al., 2019; Ha &
Lee, 2022; Hayunintyas et al. 2018, Manimegalai and Baral, 2018; Yildiz, 2019) conducted using
quantitative data collection and analysis methods on OTR, O], OCB, CSR practices and
organisational involvement. These studies revealed several limitations, as discussed in Chapter 2.
However, there is no research conducted using the qualitative method in data collection. It was
also discovered that there is minimal research done using mixed methodology. Some studies
advocated the use of mixed methodology as it can overcome the weakness presented by
quantitative and qualitative methods (Curado, 2018; Tu, 2018). Bearing these in mind, the
researcher opted for the use of mixed methodology, i.e., a quantitative method in collecting
employees’ OTR and a qualitative method in collecting managers’ perceptions of employees’ trust
in them. With the use of triangulation, this study provides a richer understanding of organisational
trust, contributing extensively to OTR literature not only based on context but also on its scopes

and numerous trust variables included.

1.5 Thesis Outline
The rest of this thesis is organised into six chapters.

Chapter 2 provides a review of the literature on organisational trust, discussing the significant
organisational trust variables such as the social system elements (SSE), factors of trustworthiness
(FoT) and third-party gossip (TPG) as well as the impact of organisational trust (OTR) in
motivating employees’ organisational citizenship behaviour (OCB), including the -cultural

implications.
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Chapter 3 outlines the research methodology starting with the discussion of research philosophy
establishing the use of ontology and epistemology and the pragmatism research paradigm. This
research uses the mixed-method single case study with justification for such a choice (Yin, 2011).
Its data collection comprises semi-structured, in-depth interviews and online questionnaire

surveys. This chapter also discusses the thematic analysis conducted.

Chapter 4 presents the findings for the qualitative data that consist of the in-depth interviews of
the managers (primary) and analysis of the BOC’s Annual Reports from 2015-2018 (secondary).
The qualitative data was analysed based on the four research questions of this study.

Chapter 5 describes the statistical findings of the quantitative data taken from the online
questionnaire survey conducted on the BOC's employees. The quantitative data was analysed
based on the four research objectives established based on the four research questions of this

study.

Chapter 6 presents the discussion and analysis of both the qualitative and quantitative findings.
It includes detailed explanations of the implications of the findings on the BOC.

Chapter 7 concludes this thesis with detailed explications of this research’s contributions and

limitations. Recommendations for future research as well as for practitioners are also provided.
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Chapter 2 - Literature Review and Conceptual Framework
2.1 Cultural Context of Trust

Establishing the Kingdom of Bahrain’s cultural context provides a clearer understanding and
insight into Bahrain’s culture as to how and why they operate in certain ways which, in turn, will
aid readers in comprehending the cultural implications and its influence in the study of
organisational trust. For this reason, this section presents a discussion on the Gulf Region’s, and
in particular Bahrain’s, cultural context, to provide essential background information on the
dynamics of the working relations in the Bahrain Olympic Committee (BOC) which is the subject
of this thesis.

2.1.1 The Gulf Region’s Cultural Context

Cooke (2017) emphasises the importance of studying the cultural context and how people
communicate to determine employee-manager relations. Knowing the specific difference can
assist multinational organisations in adapting and responding to cultural differences. Thus,
understanding the cultural context of trust is essential as national differences across countries and
individual power concepts vary (Saunders et al., 2010). Moreover, individuals belong to various
cultural and ethnic backgrounds and this disparity of cultures does matter in the development of
trust (Obeidat et al., 2012), thereby making trust context-specific and less universalistic (Saunders
et al., 2012).

Extant research has focused on understanding trust’s concept within the Western context.
However, cross-cultural trust is vital in today’s globalised world (Saunders et al., 2010) since
businesses are now often multinational with a great deal of diversity in the workforce globally.

In the Arabian Gulf region, particularly in Saudi Arabia and Oman, minimal research has been
conducted to understand trust (Redman et al., 2011; Tlaiss & Elamin, 2015). In the Kingdom of
Bahrain, which is one of the Gulf states, no established research on trust status has been
conducted. Hence, the study of trust in the context of the Arabian Gulf region is essential due to
cross-cultural differences. Additionally, comprehension of the Gulf region’s culture is greatly
significant and based on Hofstede's (1980) studies and its cultural features are discussed below.
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Hofstede (1980) & Redman et al. (2011) pointed out that Gulf residents are used to higher levels
of trust relative to their Western counterparts because of their collectivist culture. They further
stated that to retain and increase trust, group interactions take place whilst keeping in mind
reputation and reciprocity in relationships thus decreasing the propensity of any unwanted activity
that violates trust. Tausch (2015) also posited that in the Gulf states, before entering a
relationship, an individual considers reassurance of higher levels of trustworthiness therefore
limiting uncertainty by enhancing the web of relationships. Relating to this study, understanding
the tendency to trust is significant since this research will investigate employees’ perceptions of
trust and how it affects their working relationships.

Many scholars have agreed with Hofstede’s cultural dimensions and added to his initial four
dimensions. The main point of initiating these dimensions has been to know how national-societal
cultures affect work-related beliefs, perceptions, behaviour and trust (Saunders et al., 2010). The
Gulf culture assessment on measures suggested by Hofstede’s 1980 cultural dimensions highlights
essential insights into understanding, interactions and relationships to develop trust (Yasin &
Sandhu, 2013). Hofstede's (2019) six cultural dimensions consisted of power distance, uncertainty
avoidance, individualism, masculinity, long-term orientation and indulgence (Beugelsdijk & Welzel,
2018). These dimensions can be used to understand cultures within countries. The six dimensions
represent countries' preferences that help distinguish them from others (Hofstede, 2019). These
were devised after considering various aspects of people’s lives and individual differences; this
generalises this theory's weakness (Hofstede, 2011). Notably, Hofstede clarifies that stereotyping
should not be used for individuals since personalities vary within each national culture (Hofstede,
2011). Also, Eringa et al. (2017) emphasised the problematic generalisation of Hofstede’s cultural
dimension and pinpointed the imperativeness of studying each culture as a specific case due to a
possibility of an individual who has been raised in a different culture than the one he/she is

currently living in.

Hofstede’s theory of cultural dimensions has not been applied to the Kingdom of Bahrain.
However, insights into neighbouring countries, such as Saudi Arabia, Kuwait, Qatar, the United
Arab Emirates and Iraq are available on his official website (Hofstede, 2019). All five countries
have been scored as the same on the four initial dimensions discussed below. The two other

dimensions (long-term orientation and indulgence) have been used only concerning Saudi Arabia.
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The first of Hofstede’s dimensions is the power distance dimension; this refers to the country’s
political system being investigated (Hofstede, 2001) and studies the society’s inequalities as well
as the extent to which individuals accept that power is not equal for all (Hofstede, 2001). Although
inequalities are present in every country, each country's attitude varies to its acceptance. Power
distance is derived from the hierarchy. In the case of the Gulf region, it is the ruling family and
the appointed government officials. Gulf countries score high in power distance and accept the
inequality since they prefer to depend on their leaders in member relationships. It is believed that
leaders are to be respected and listened to (Hofstede,2001; Tlaiss & Elamin, 2015).

Secondly, the dimension of individualism addresses how close individuals are to each other and
their integration into groups (Hofstede, 2011). This dimension also identifies the extent to which
individuals care for each other. An individualist culture refers to having individuals looking after
themselves Whereas, on the other hand, a collectivist culture takes care of each other to exchange
loyalty and trust by developing ties in close groups (Hofstede, 1984). In a collective culture, goals
and values are similar to one another while in an individualistic culture, self-interest is a core value
(Yasin & Sandhu, 2013). The Gulf States are considered collectivists as they have groups in which
they prefer to work towards similar goals and the overall benefit. This results in people likely to
demonstrate high organisational citizenship behaviour (OCB) levels as they focus on the
community's well-being (Tlaiss & Elamin, 2015).

Moreover, Islam, The Gulf's main religion, supports collectivism and encourages teamwork (Tlaiss
& Elamin, 2015). According to Doney et al. (1998), a greater chance of trust in such a culture is
likely as individuals work with familiar faces. In a collectivist culture, people hold the same norms
and values because expectations are similar on both sides. However, trust's propensity will be low
once individuals work with unfamiliar faces (Saunders et al., 2010). Loyalty in a collectivist culture
is paramount and strengthens the bonds between family members or within specific groups.
However, such cultures can encourage high-level tolerance of injustice because they focus on
harmonising people and may ignore inequality to achieve a collective goal (Tlaiss & Elamin, 2015).

The third dimension is masculinity, which refers to a culture's tendency to prefer output vs.
processes respectively (Hofstede, 1984; Hofstede, 2001). Hofstede (2001) states that this

dimension looks at the distribution of values between the genders as those of women and men
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differ; men are more competitive and assertive than women who have modest and caring values.
Hence, a masculine society is rigid and focused on competition and achievement while, on the
other hand, a feminine community is lenient in terms of the way individuals guide their lives; the
quality of their lives is essential and this is a reason for their success (Hofstede, 2019). Feminine
cultures prefer processes to outputs so they value friendly ties rather than output-orientated,
focusing more on a ‘work to live’ philosophy (McLeary & Cruise, 2015). Trust in feminine cultures
is dependent on intentions and predictions (Saunders et al., 2010). However, trust in masculine
cultures arises from processes and showing capability (Saunders et al., 2010). The Gulf culture is
said to have both feminine aspects (Kuwait) and masculine ones (Qatar, Saudi Arabia and Iraq),
while the UAE is neither (Hofstede, 2019).

The fourth is the uncertainty avoidance dimension which refers to intolerance towards unwanted
happenings and uncertainties, showing how tolerant society can be to ambiguity. So, high
uncertainty avoidance cultures are more rule- and regulation-bound with increased numbers of
formalised processes and procedures (Wright & Ehnert, 2010; Park et al., 2012). Cultures with a
high uncertainty avoidance levels minimise ambiguity by enforcing behavioural codes; they
disapprove of deviant opinions. Gulf countries have high uncertainty avoidance because of their
religion and rigid principles of belief and behaviour with regulations being used to lessen the stress
of an unknown future (Hofstede, 2011). There is minimal tolerance for rule-breaking and
unjustified ideas and behaviour (Hofstede, 2019).

Bearing this in mind, the following section highlights the cultural inclinations of Bahrainis and how
their relative trust is determined.

2.1.2 Using Hofstede’s Framework to understand Bahrain’s Culture

Prior research lacks any assessment of Bahrain’s culture regarding Hofstede's scale of cultural
dimensions (Hofstede, 2019). Sidani & Thornberry (2010) reflected on the different inclinations
of Bahrainis that help estimate their cultural dimensions, specifically on how they interact and

maintain trust in relationships.
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As in the previous section, Arabian Gulf cultures are said to demonstrate high power distance
indicating a high tolerance of inequality. However, Sidani & Thornberry (2010) highlighted that,
with the advent of the Arab Spring and the easy access to information brought about by
technology, this trend is changing and Bahrain’s intolerance of inequality is rising (HOD, 2012).
The increase in protests indicated Bahrainis’ freedom to express their rights democratically which

suggests the potentiality to reduce the power distance.

On a continuum of an individualistic versus a collectivistic culture, Bahrainis are more orientated
towards having strong social bonds and ties (HOD, 2012). Thus, they have a strong orientation
towards being collectivists. However, this collectivism is seen more in the family structure than in
an organisational setting where Bahrainis focus more on individual goals; nonetheless, keeping
pace with group members shows their collectivist nature (Metcalfe, 2006). This collectivist nature
also positively affects the decrease in power distance where ties to this culture lessen inequalities
in power distribution (Wilkinson et al., 2018).

Unlike other Gulf states, uncertainty avoidance is high for Bahrain (Sidani et al., 2010). This is
reflected in their propensity to avoid any uncertainty in the future, ad hoc business environments
and their dependency on oil resources. However, due to the uncertain role of oil as an international
energy resource in future economies they are developing alternatives to establish their economy,

revealing their low tolerance for ambiguities (Metcalfe, 2006; Sidani et al., 2010).

Having a strong urge to compete in the Middle Eastern region, the Bahraini culture is seen to have
a more masculine orientation. It focuses more on accomplishing outcomes and valuing its
economy'’s development needs rather than focusing only on keeping relationships (Karolak, 2010).
This is manifested in the Strategic Vision 2030 of His Royal Highness Crown Prince Salman Bin
Hamad Al Khalifa.

The above-mentioned cultural dimensions are reflected in connection with the power-
implementing tendencies of the government in Bahrain (Khakhar & Rammal, 2013). As suggested
by French & Raven (1959), the different power bases reveal that power influences relationships
and, subsequently trust, further strengthens social interactions (Politis, 2003). For example, the
notion of a legitimate powerbase refers to the formal right to make decisions or influence others.

In a Bahraini context, individuals believe that legitimate power can only be exercised if leaders
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are elected democratically (Wimmen, 2014). An authority may use another type of power, coercive
power, as a punishment where entities fail to comply with a rule, regulation or norm, or as a
reward for doing so (Politis, 2003). In Bahrain, for example, where demonstrations must have the
prior approval of the Ministry of the Interior to ensure the protestors' security, unofficially going
against the status quo is kept strictly in order (Khakhar & Rammal, 2013).

However, expert power lies with individuals with expertise and specific skills and proficiencies. In
Bahrain, the royal family and those who hold certain positions of authority because of their high
level of education and/or skills and experience are considered influential and powerful (Wimmen,
2014). Referent power, however, derives from being concerned about people’s rights and thus
power and authority are gained by addressing others' needs. Notably, referent power indicates
an existing trust that the people in authority have in their subordinates. In Bahrain, referent power
is considered worthwhile if the relevant authorities are fair and are not abusing their position
(Neal, 2010; Wimmen, 2014). Hence, Bahrain passed legislation and established mechanisms and
procedures, such as the fair judiciary system with a Court of Appeals, to ensure power is not

abused.

Different forms of power determine a range of outcomes such as high compliance levels or the
level of trust in an organisation (Cummings, 2017). Furthermore, applying these types of power
can lead to more significant commitment, satisfaction and, ultimately, organisational citizenship
behaviour (OCB) (Jain, 2010). A recent study by Dundon et al. (2017) has proved that Hofstede’s
cultural dimensions are relatable to employees when bearing in mind the terminology differences.

The following section will explain further.

2.1.3 Power Dynamics of Working and Employment Relationships in Bahrain

Following the analysis of Bahrain’s culture using Hofstede’s framework, Dundon et al. (2017) have
a similar yet more precise view of the employees’ cultural environment and the external and
internal influences on their working relationships in terms of power. The study concentrated on
seven dimensions: legal sources, contract status, technology and employment, institutional
governance mechanisms, union participation, non-union employee voice and external actors and

networking. These dimensions were analysed through a fourfold schema (Dundon et al., 2017),
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which are form (various forms dimensions come in), scope (variety of issues addressed in each
dimension), level (low or high level of the issue occurring) and depth (deep or shallow degree of

influence).

The first dimension is legal sources which is related to employment regulations (Dundon et al.,
2017) regardless of their forms, i.e. code of conduct or labour laws, the scope of these legal
issues, the level they occur bearing in mind international measures and depth of the legal issue
on the employment relationship and power of influence. A legal source is a dimension that cannot
be ignored nor mislead both parties (employee and employer). They are written, drafted and
consented to by jurisdictions (Collins, 2019). They abide by national laws and consider
international laws that make them regulated frequently (Lewis, 1976). Hence, employment has
been kept to certain standards and employees are considerably protected as there is a balance of
power between employers and individual workers (Dundon et al., 2017). However, this statement
has been argued by Collins (2001) and DBIS (2012) since they perceive that employment laws

favour employees over employers.

Bahraini labour law is perceived to protect Bahrainis from unemployment. The Labour Market
Regulatory Authority (LMRA) has issued a Bahrainisation quota for each private-sector company
(Official Gazzette, 2012) and the quota percentage is determined separately for each organisation
depending on its number of employees. This decision forced the employment of Bahrainis,
positively contributing to decreased unemployment rates (Gulf Daily News, 2016). Moreover, each
working permit's renewal will cost the organisation BD300 (Gulf Daily News, 2016). Any law
violators will be fined BD300 and served a warrant (Gulf Daily News, 2016).

The second dimension is the contract status of employment. It considers all kinds of contracts,
scope and depth of elasticity employees have. Contracts are not standardised which gives power
to employers (Dundon et al., 2017). Although UK legislation prevents workers from being
underpaid by having minimum wage legislation, it prevents working or performing services for
another party (reg 2 (1) of the WTR) (Legislation.gov.UK,1998). Similarly, the Bahraini labour law
states the same; hence the law is not clear on this part since it does not specify this broad
legislation and lets the employer decide on exceptions (Official Gazzette, 2012).
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The third dimension is the technology and employment dimension. This dimension is guided
through inventions and technology enhancements referring to almost everything that affects
employees’ productivity. The power of technology has affected employment enormously since
robots are a substitute for employees (Dundon et al., 2017) and automation has become
predominant in industries (Willcocks & Lacity, 2016). A recent study on the US economy states
that almost 47% of the working force is at high risk of automation within 10 to 20 years (Frey &
Osborne 2017). As this is a world phenomenon, Bahrain will find that this dimension’s power lies
within the employers' hands and makes employees, regardless of their expertise and
intellectuality, unrecognised (Willcocks & Lacity 2016). Technology enhancement is seen as a

surplus for employers and a shortfall for employees (Mason, 2016).

The fourth dimension is the institutional governance mechanisms. This dimension sheds light on
the official regulatory bodies that control the job market. Within Bahrain, the Ministry of Labour,
LMRA, House of Representatives and Shura Council are the job market regulators (LMRA, 2018).
These are governmental bodies responsible for local and expatriate employees that regulate the
number of Bahrainis’ workforce, expatriates’ working permits and wages. Consequently,
employees in Bahrain are considered protected from employers and have a regulatory body that

they can appeal to.

The fifth dimension is union participation. Trade unions are considered independent non-
governmental bodies (Dundon et al., 2017). Trade unions are defined by Encyclopaedia Britannica
(2019) as labour unions which are various associations from different industries within the
workforce that work collectively to secure pay improvements, benefits and improve working
conditions. These unions are an effective employee voice within their industries (Freeman &
Medoff, 1984). Although this is a direct way to tackle industry problems and lobby changes there
has been a considerable decline in its membership (Dundon et al., 2017). Such a decline is due
to the flexibilization of jobs rising in the service sector (Budd & Bhave 2008). Bahrain has a General
Federation of Bahrain Trade Unions (GFBDTU) which consists of 47 trade unions, of which six are
in government sectors. The initial movement of trade unions started in Bahrain in 1919 (GFBTU,
2018). Pearl divers protested and requested better wages from their employers (Nukhitha-the
yacht's owner). In fact, Bahrain hosted the first trade union protest in the Gulf region (GFBTU,

2018). Although they lobby to enhance employment laws, the regulatory bodies and
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representative councils have the only say. A recent law has passed through the Council of
Representatives that disregarded enhancing workers’ funds; the GFBTU was lobbying to disregard
the fund law which states that the government shall use the retirement project funds to give to
the unemployed. This law has passed without workers' consent who had their wages deducted
for years to ensure their retirement wage (Bahrain Mirror, 2019). Thus, this makes employees
powerless as this dimension will not benefit them per se but keeps matters in government bodies'
hands.

The sixth dimension is the non-union employee voice. This dimension focuses on management-
initiated forms (Dundon et al., 2017). This non-union employee voice can be committees within
the organisation and other formal communication forums used. Formal communication is a type
of communication written and reviewed in advance and transmitted through official means of
communication (Fox, 2001); such means can depend widely on the entity itself and means of
communication vary within each depending on the employer’s strategy. Some organisations have
an open-door policy, suggesting that employees are welcomed to meet with their superiors
(Shenhar, 1993) Whereas others use a suggestion box or an email address to send complaints
and ideas. As this depends on entities, power is with the employers to consider their employees’

voices.

The last dimension is external actors and networking. Dundon et al. (2017) consider civil society
organisations as external actors. In Bahrain, the Civil Service Bureau (CSB) is concerned with
governmental entities only And they are obliged to propose salary policies and benefits. CSB
enforces the second clause in Article 18 which states that governmental bodies shall give
employees the chance to train within their relevant field (Civil Service Law, 2010) and look after
employees' welfare. Hence, employees are not considered to have much power to determine
benefits and salaries when negotiating employment terms. However, they are protected against
discrimination in pay and guaranteed to receive training to further develop their expertise in order
to contribute positively to their field of work and job market (Perrett et al., 2012).

Given Hofstede’s (1980) cultural dimensions and Dundon et al.’s (2017) power dimensions analysis
above, it is apparent that in social, cultural and employment interactions, the Bahraini culture

leans towards demanding higher levels of trust (Karolak, 2010; Sidani et al., 2010). Considering
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their orientation to have a fair and balanced system, it is indicated that Bahraini individuals are
accustomed to having transparent proceedings and low tolerance of any uncertainties that might
cause distrust and ambiguities to proliferate (Sidani et al., 2010). Moreover, the dimensions also
show that due to recent changes power is balanced between managers and employees. Thus,
organisations understand the concept of human capital being the force behind success.
Consequently, employees are listened to, cared about and have balanced power towards

management.

Bearing in mind the cultural perspective and employee relationships in determining the orientation
of trust in Bahrain, the following section addresses the organisation at the centre of this study-
the Bahrain Olympic Committee (BOC).

2.2 The Bahrain Olympic Committee (BOC)

The BOC was founded in 1979 by King Hamad Al Khalifa and made its first global appearance in
the 1984 Olympics (Bahrain Olympic Committee, 2018). The BOC is an entity with a civil and
independent legal structure recognised by the International Olympic Committee. The BOC is
authorised to supervise and arrange all sporting events in Bahrain per the rights and obligations
of the Olympic Charter (Bahrain Olympic Committee, 2018). The committee's mission is to
cultivate and promote better sports participation among young people in Bahrain and enhance
sporting facilities at a professional level (Bahrain Olympic Committee, 2018).

The BOC adheres strictly to formal rules and regulations in its operations and focuses on objectives
to assist, promote and safeguard the Olympic sports movement in Bahrain following the ideas of
the Olympic Charter and under the appropriate supervision of the Sports Federation. The first
appointed President of the BOC was Sheikh Nasser Al Khalifa from September 2010 (Pavitt, 2017)
to April 2019, when Sheikh Khalid bin Hamad Al Khalifa was elected President. The current Vice-
President is Sheikh Isa bin Ali Al Khalifa and the Committee, under the supervision of Bahrain’s

Sports Federation, runs significant activities.
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Having an employee base of 420, the BOC's organisational structure, as illustrated in the
organisational chart below, consists of a board of directors with ten members and a division of
nine departments.

President

Vice-President

Board of Secretary
Directors General

1
[ I I I | 1 | 1 1

Program & International Public Relations Management Olympic Strategic
Project Affairs & Marketing IT Department &Finance 59“&'2‘::’"‘“ Committee s’m A‘;"":::"" Plaaning
Department Department Department Department © Academy partm Department

Figure 2.1: The BOC'’s Organisational Chart

The BOC also serves as a guiding platform for the National Sports Medicine Centre and the
National Anti-Doping Committee which deal with any reported complaints to the BOC. The BOC
has made a great many positive inputs through sports activities; In collaboration with 26 sporting
associations, the BOC cultivates swimming, shooting and other sports (Bahrain Olympic
Committee, 2018).

The BOC is accountable for addressing its human capital needs and providing them with needed
training and development, offering prospects for growth (Bahrain Olympic Committee, 2018).
Recently, to retain employees and for effective reciprocal interaction, the BOC has begun to co-
operate with the Bahrain Institute of Banking and Finance (BIBF) through the signing of a
Memorandum of Understanding (MoU), set to provide training and development to the BOC's
employees seeking to improve their competency levels (BIBF, 2021). Such an alliance suggests
promoting collectivist culture and better relationships among employees to accomplish strategic
goals collectively. Additionally, the BOC believes that it offers a platform for enhancing employees'

competency levels, motivating them to perform better and showing a higher level of trust and
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organisational citizenship behaviour (OCB) (Bahrain Institute of Banking and Finance, 2018). The
BOC also positively impacts Bahraini society at a national level through such events as the national
sports day (held annually in February).

As previously stated, the BOC covers 26 sporting associations, all of which have separate Boards
of Directors and teams of employees that report directly to the BOC. The numerous sporting
associations have their own challenges and issues hence the unique and complex organisational
structure makes it ideal for analysing and understanding how trust plays its role in the BOC.
Moreover, the timing of the research coinciding with the 2020 Summer Olympics (held in Tokyo,
Japan in August 2021) has made this study more relevant. As an international organisation, the
BOC brings international recognition to Bahrain aiming to maintain Bahrain’s good reputation and
image. For these reasons, the BOC had been chosen as the focal organisation for this study to
assess how trust impacts its relations with employees.

To further understand the concept of trust, the following section explores definition of trust,

studies on organisational trust and the research gaps identified.

2.3 Definition of Trust

As trust is an imperative factor for strengthening relationships (Ozmen, 2018) it affects both the
personal and professional aspects of an individual’s life. Although trust is intangible, it can be felt
and believed in (Skinner et al., 2014).

Various scholars have defined trust by introducing different terminologies to clarify the concept.
Ozmen (2018) pointed out that numerous scholars categorised trust as an internal matter while
others consider it a social climate component. The most widely used definition of trust is that of
Rousseau et al. (1998), where trust is defined as a psychological state of having a positive
expectation of the behaviour or intention of another party so that one is willing to be vulnerable
and open towards the other party, to which Skinner et al. (2014) agree. Rousseau et al.’s (1998)
known and negotiated definition of trust established vulnerability and openness as the main trust
concept, which Nienaber et al. (2015) negotiated through their studies. This means that someone

trusting another is taking the risk of being exposed to the consequences of someone else’s actions,
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irrespective of his or her ability to control the results. Both definitions draw on the concept of trust
as simply internal and personal. However, Flores & Solomon (1998) described trust as a social
practice defined by choices based on constant interactions where promises and commitments are
either fulfilled or frustrated. These choices reflect whether trust between two parties has been
built or destroyed (Skinner et al., 2014).

Moreover, Skinner et al. (2014) and the UK’s Chartered Institute of Personnel Development (CIPD)
(2012) illustrated trust as two parties agreeing to do something that is expected to benefit each
other and leave one vulnerable to negative consequences. There are two possible outcomes: first,
providing that party B does not exploit A’s vulnerability and instead fulfils his/her part of the
obligation trust is enhanced and more interaction is welcomed. Second, if party B takes advantage
of A’s vulnerability and does not fulfil his/her part of the obligation trust is diminished in the
relationship and results in possible resistance to further interactions.

Also, Kramer & Tyler (1996) developed a simple formula to interpret the function of trust. It
postulates that trust can be gained by having similar characteristics and past experiences related
to societal norms and expectations in the given setting. They suggest that past repeated
experiences with the other party allow the trust to grow stronger or diminish. Continuous
experiences will only happen when the parties discover they are not much different, leading to

homogenous characteristics and similar-goal thinking.

Moreover, trust is the belief that (a) an individual or a group works with good faith and will try its
best to respond and act according to any commitments both parties have agreed upon; (b) both
parties are honest in every commitment they have given to the other and (c) none of the parties
will take advantage of the other regardless of the situation and opportunities that they come

across (Kramer & Tyler, 1996).

In the context of this study, trust is perceived according to the definition provided by Rosseau et
al. (1998), highlighting the fact that trust is internal and personal. This study also considers Flores
& Solomon’s (1998), Skinner et al.'s (2014) and the UK’s Chartered Institute of Personnel
Development’s (CIPD) (2012) definitions underlining trust as a social practice between two parties

involving the fulfilment and failure of commitments. Additionally, this study covers Kramer &
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Tyler's (1996) definition, indicating the dyadic dynamics between parties and the risks involved in
trusting the other.

Notably, the definitions underscore the fact that trust happens at organisational, and interpersonal
levels. Han and Curtis (2022) pointed out that interpersonal and organisational levels of trust
share similarities but comprise distinct features. For this study, trust is investigated at the
interpersonal level. It is interpersonal because this study conducted an in-depth interview of
managers to get their perspectives concerning their employees’ trust in them, highlighting the
trust that happens between the managers and employees of the organisation. Moreover, the
interpersonal level of trust is also reflected in the study’s investigation of employees’ perceptions
of trust collected through the use of an online survey, reflecting the employees’ trust in
management. Through Kramer & Tyler’'s (1996) definition, trust can be implied happening at an
organisational level as well, most especially in the aspect of employees’ and managers’ continuous
experiences leading to their realization of sharing similar traits and goals between them and the
organisation. This is reflected in both the semi-structured in-depth interviews of the managers
and the online survey of employees’ perceptions of trust. Flores & Solomon’s (1998) definition
also applies well in this study as the aspect of culture is brought to the front in explaining the
effect of culture on the employees’ and managers’ perspectives of trust. In both components
(managers and employees), it is worth noting that trust attained and retained in the organisation
is always exercised by the individuals (managers and employees).

The concept of trust in this thesis is further elaborated in the discussion of trust reciprocity and
social exchange theory in the next section.

2.3.1 Trust Reciprocity and Social Exchange Theory

Another way of defining trust is based on the social exchange theory (SET) between parties
(Skinner et al., 2014). The growing trust literature assesses different domains central to social
and co-operative exchanges (Buchan et al., 2008). SET serves to improve the well-being of social
networks and relationships (Saunders et al., 2014). Greenspan (1999) declared trust as the root
of any social or economic system that sets its foundation on a mutually beneficial exchange. The
amount of beneficial social exchange indicates how much an individual or group is willing to trust

each other. According to Skinner et al. (2014), these exchanges are supposedly voluntary,
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however, an expectation for return is unavoidable (Blau, 1964). Social exchange entails different
perspectives of mutual negotiations, reciprocity, collective benefits and holistic competitiveness
(Lance Frazier et al., 2010). It is implied that with every social exchange there is a motivation to
continue the relationship. Gouldner (1960) added that what one party gained in a transaction
must be at least equivalent in importance to what had been given for the relationship to continue
(Skinner et al., 2014). Opposing this, Lemmergaard & Muhr (2011) argued that exchange must
be reciprocal. Nothing comes free so when nothing was to be exchanged, emotions and feelings
are still given in return (Skinner et al., 2014). However, Derrida (1992) asserted that gift-giving
that is purely from the heart must not have any expectations of getting something in return at
any point in time. Furthermore, Wooten (2000) stated that such social exchanging and gift-giving

might build commitments and obligations, becoming uncomfortable (Skinner et al., 2014).

Social exchange mechanism, being a basic part of daily formal and informal interactions, is
acknowledged by sociologists. In this context SET is of significant concern in assessing an
organisation’s relationships with its employees. Tracing back to its origin in the 20t century, SET
emerged as a phenomenon of interactive behaviours undertaking certain obligations. Per the
principles of social exchange, it is a function of reciprocity and negotiation that further evolves

into trust, loyalty and commitment (Zhu, 2012).

To understand the significance of social exchange in organisational relations it is imperative to
understand the principle of reciprocity. Reciprocity, as a rule and a crucial principle of exchange,
is also deemed a ‘giving-back behaviour’. It is an initiator for social interaction that directs
individuals mutually towards continuous benefit. The exchange relationships that are more
interdependent and follow certain transactional patterns are bound in a ‘give away’ and ‘give back’
notion; both parties are involved in the transaction pattern. Adding to this view, Zhu (2012)
suggested that, for the parties involved in a reciprocal relationship, this will impact each other’s

behaviour and the responses thus enhancing co-operation, continuity, fairness and equality.

Viewing the implications of SET in an organisational setting, it has been argued that the theory
has a broad conceptual framework and involves multiple overlapping constructs. It also influences
the starting action, the parties involved and reciprocating responses (Zhu, 2012). Thus, in a

workplace, social exchange refers to reciprocity in job performance, high levels of commitment,

36



favourable interpersonal (supervisor-employee) relationships and positive work behaviours (OCB),
leading to higher trust levels towards the organisation. Moreover, for sustained levels of
employees' trust towards an organisation there should be a defined morality and the practice of

justice in organisational procedures (Cropanzano et al., 2017).

Bernerth et al. (2007) highlighted that trust reciprocity in employees is derived from a positive
social exchange with their leaders, i.e. how much their leaders or supervisors connect them to
mutual goals and empower them with sufficient autonomy to execute a task. Thus, to achieve
effective trust reciprocity, a positive social exchange between employees and the organisation
should exist where organisations work collectively to build trust not only by involving employees
in planning, decision making or appointing essential tasks but also by fulfilling promises of growth,
offering rewards and being honest and fair in terms of organisational justice for employees
(Pradhan et al., 2016). In other words, it is important to contextualise trust within the setting and
environmental culture of the parties involved. Hofstede’s theory of culture and globalisation
proposes that understanding the parties' culture first can relate to how trust is perceived (Ozmen,
2018; Mayer et al., 1995). For example in task-orientated cultures, people seem to have a higher
degree of trust for others compared to relationship-orientated cultures where people need more
time to gain each other’s trust (Sherwood & DePaolo, 2005).

Gaining trust, whether in task-orientated or relationship-orientated cultures, leads to people’s
dispositional willingness to rely on others. This is a concept called trust propensity (Chiu et al.,
2014). Rotter (1967) and Stack (1978) reflect on trust propensity as a stable individual difference
that determines their likelihood of trusting; the baseline trust level that an individual is willing to
outspread to certain interacting parties and is determined as the most relevant and contributing
antecedent of trust (Mayer et al., 1995). Furthermore, being a dispositional variable of trust, Costa
& Taillieu (2001) and Mayer et al. (1995) measured propensity to trust as a tendency of the
individual to trust or mistrust others and reflect his/her expectations about the trustworthiness of
others. Colquitt et al. (2007) cited McKnight's (1998) insight on trust propensity where he argued
that it is one of the potential factors in cross-functional teams, joint ventures and structural re-
organisations to keep them working as a functional unit. Hence, rendering the most compatible
trust antecedents in situations with uncertain actors (Colquitt et al., 2007) but it is uncertain that

its impact remains intact once trust has been determined (Colquitt et al., 2007). Further
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interpretation of the role trust propensity plays in retaining trust highlights its functions as a filter
that alters others' interpretations thereby functioning as a platform enabling a leap of faith to trust
(Heyns & Rothmann., 2015).

Moreover, the findings revealed by Heyns & Rothmann (2015) suggest that higher levels of
perceived trust facilitate a higher disposition to trust; therefore it is important to cultivate means
of building generalised trust in others. Social exchange arguments also stress the direct effects of
trust propensity on trust. Chiu et al. (2014) highlighted in the individual perspective of trust
propensity that a positive influence is seen on individual trust levels reflected as OCB and
commitment. This further connotes Rotter's (1980) work which suggested a high trust propensity
of an employee will enhance his/her dispositional tendency to perform in a cooperative, moral,
compliant and prosocial in all contexts of the organisation (Chiu et al., 2014). As a result, high
trustors are prone to build more effective social exchange relationships as they are more inclined

to reciprocity norms.

Knowing that trust is a function of trustor’s propensity and different dimensions of national culture,
it is significant to understand how other countries and cross-culture variability impact this
propensity (Hallikainen, H. & Laukkanen, 2018). Shresta et al. (2013) highlighted the role of
gender and country differences on the propensity to trust which is further influenced by cultural
dimensions, i.e. collective/individual culture as well as masculine/feminine cultures that have a

potential influence on ways organisations do business internationally and trust a client.

The propensity to trust in a cross-cultural context is a function of knowledge and familiarity
between cultures and organisations (Downes et al., 2002) meaning that when co-operating
partners' assumptions and expectations are compatible, a higher propensity to trust will enhance
more on their alliance. A comprehensive analysis of trust propensity across different cultures by
Downes et al. (2002) highlighted that the elements of culturally sensitive behaviours impact the
overall aura of trustworthiness and propensity to trust. The overall implications of propensity to
trust given by the prior research in the context of cross-cultural and different geographical
countries are that different people from different cultures have varied predispositions to trust
others. Various aspects of a country’s culture impact the differing degree of trust propensity
(Zeffane, 2017). The studies of Hofstede (1984) and Zeffane (2017) explored the impact of two
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main cultural dimensions. The findings stated that the propensity to trust in the Gulf culture has
a strong affinity towards collectivism rather than individualism. Moreover, Zeffane (2017)
highlighted that prior evidence has mainly stressed the role of collectivism/individualism to assess

the propensity to trust across cultures and found out that collectivism is strongly related to trust

propensity.

Since this study is being conducted in the Bahraini context, cultural differences might affect trust's
meaning and predisposition. The prior evidence by cultural theorists has identified that the Arabian
Gulf is a collectivist culture (Redman et al., 2011) that is inclined to work in teams and groups
and aim for collective social interests undertaken in harmony. Likewise, Bahrain’s neighbouring
countries (Saudi Arabia and the UAE) share a highly collectivist culture and consider the group-
based societal organisation to avoid uncertainties and boost trust. Moreover, to sustain trust group
members in Saudi and UAE organisations regularly interact to maintain commitment and loyalty
and counter disloyalty and mistrust by repulsion. Group-based trust is highly rewarded in UAE-

based organisations, encouraging the trust disposition (Lister, 2013).

Consequently, within the Gulf region certain cultural differences are likely to impact the
expectations/meaning of trust. This, in turn, will affect employees' trust in their working
relationships. Having considered different factors of trustworthiness, managers' role in initiating

and building trust is of utmost importance.

For fuller comprehension of trust, the following section expounds on the difference between trust

and trustworthiness.

2.3.2 Difference Between Trust and Trustworthiness

An account of trust that has also managed to clearly distinguish trust from trustworthiness is that
of Muller et al. (2014) who suggested that trust is a three-dimensional process. Parties (a trustee
and trustor, groups or individuals) assess each other based on belief (credibility). The trustor
gathers information and measures the trustee's actions and behaviours to form the belief with the
information and measures taken to establish that belief and then be assessed through a set of
trustworthiness factors (Mayer et al.,1995). The second dimension is the decision, where the

trustor decides to trust (or not to trust) the trustee; this decision is based on the first dimension
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(belief). This stage shows a positive or a negative intention to trust and, in this stage, the trustor
is willing to be vulnerable to the trustee (Dietz & Den Hartog, 2006). Finally, there is action when
these parties feel that they can carry out mutual risk-taking activities (Dietz & Den Hartog, 2006).
This stage is the actual trusting of the other party and the decision to act upon this trust. In stage
one of the theory mentioned above, the factors surrounding trustworthiness determine whether
a decision and an action will be taken. However, it is only after the trust is given and acted upon
(final stage) that the factors of trustworthiness (FoT) are actualised.

Mayer et al.’s (1995) three factors of trustworthiness (FoT) are used to develop and measure trust
between employees and the organisation (Krot & Lewicka, 2012). These three factors, which are
explained in more detail below, are (1) ability-the skills that one person can perform in a specific
domain, (2) benevolence-the attachment and positive feelings the employee has towards the
organisation and (3) integrity-the similar principles that are shared between the employee and
the organisation (Mayer et al.,, 1995). Hence, it is through this principle that the difference
between trust and trustworthiness was brought to light.

Researchers in different domains have implicitly investigated trust and trustworthiness including
within the fields of sociology, organisational and business studies, and management (Hardin,
2002; Ashraf et al., 2006; Colquitt & Rodell, 2011; Fainshmidt & Lance Frazier, 2017; Sharp et al.,
2013). Kiyonari et al. (2006) put forward the notion that much empirical research lacks an answer
to the question: does trustworthiness beget trust? However, understanding the distinction

between both is fundamental.

Prior research on trust and trustworthiness had faced issues in three areas of their exploration:
the failure to find a unified definitional construct, the lack of a conceptual structure and vague
empirical measurements leading to controversial debate (Bauer et al., 2015). Thus, these
limitations impede researchers from reaching any sound conclusions about either (Hardin, 2002).

Extant research has also given less attention to trustworthiness than trust (Bauer et al., 2015).

Irrespective of these said limitations, many researchers have attempted to address the distinction
between trust and trustworthiness. Knowing the difference between the two is significant as trust
is the notion and belief that the trustor possesses. The trustee's projected behaviour influences

the strategies and overall trust process (Fainshmidt & Lance Frazier, 2017). Mayer et al.’s (1995)
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definition of trust is a valuable foundation (Colquitt et al., 2007). Here, trust is defined as the
propensity of a trustor led by the expectation that the trustor will execute actions faithfully and
be open to the trustee's actions. As Lewis & Weigert (1985) asserted, trust serves as a cognitive
parameter for distinguishing between trustworthy and those that are not. However, initially it is
the specific trustworthiness factors, i.e. ability (competence), integrity (fairness and honesty) and
benevolence (care and responsibility), that will direct whether or not to trust someone and use
these trustworthiness factors to determine the overall trust (Mayer et al., 1995; Colquitt et al.,
2007). Thus, these factors separate trust from trustworthiness and are seen as antecedents of
trust. Moreover, Mayer et al.’s (1995) distinction between trust and trustworthiness considers

trust as a situational state and trustworthiness as a personal construct.

To further elaborate on organisational trust, studies organisational trust and research gaps are
discussed in the following section.

2.4 - Studies on organisational trust and important research gaps

The research gap identification is imperative to clarify the reasons why this study was conducted.
For this reason, the author of this study developed Table 2.1, which supported the research
problem, findings, and contribution of this study. Table 2.1 reflects an analysis of previous studies
based on their methodology, context, the relationship between relevant variables of this thesis,
limitations, future direction, and criticism. After conducting this in-depth analysis, this study has
proposed the following research gaps that are aligned with the proposed research aim and
contribution of this study.

Table 2.1: Identification of research gap

QUANTITATIVE METHOD
Author Methodology Findings Gap/future
direction
o Organisational trust has a They suggested that
(Qrzgp;g;g\rl]e positive relationship with there are many
Yildiz analvsis and organisational citizenship mediating variables
(2019) dataycollecte q behaviour. Positive psychological | which in the
" capital moderated the relationship between
rom 1100 : . -
relationship between organisational trust
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healthcare

organisational citizenship

and organisational

employees) behaviour and organisational citizenship behaviour
trust in the healthcare setting of | and these are
Turkey. unexplored yet.
They recommended
Quantitative Organisational trust fully conducting research
(structural mediated the association where there are more
equation between organisational uncertainty, avoidance
modelling citizenship behaviour and and power distance
Verburg et | (SEM), 105 : h that can influence the
al. (2018) employees of ”O”“a?t"’e. control. Furthermore, association between
: organisational trust fully N
service : o organisational trust,
- mediated the association .
providing between performance and o_rganlsa’_cmnal .
organisation normative control citizenship behaviour,
of Singapore) ' and normative
control.
Results reveal the positive direct
relationship between
Quantitative organisational trust and It is found that there
(231 middle immediate supervision. is limited literature
Tlaiss & and junior Furthermore, thi_s st_udy found available_ wit_h respect
Elamin 2015 | Managers of | that procedural justice and to organisational trust
organisations | interactional justice are the in the context of
in Saudi strongest predictors of Saudi Arabia and
Arabia) organisational trust. other Arab countries.
Future studies can be
Organisational trust partially conducted in service
Quantitative mediated_the relationship o_rganisations _in
(hierarchical bet_w_e_en job outcomes and CSR f:llfferer)t locations and
regression act|V|t_|es._They argued that md_ustrles that can
Manimegalai | analysis, 284 _organlsatlonal t_ru_st pIaygd an verify tf_\e - .
& Baral employe’es of |mpor_tant_ role in increasing generalisability of this
(2018) cight _organlsatlonal |_n_volvement_and study’s results. Th_ey
manufacturing it was also p(_)s_lt_lvely as_soaated also _suggested using
organisational with CSR activities and job qualitative meth_ods in
in India) outcomes. order to get an in-
depth understanding
of the model used in
their study.
Quantitative There is a positive relationship They have suggested
Koodamara | (regression found organisational citizenship | future studies to
et al. (2019) | model, 185 behaviour and organisational investigate

retail sector

trust.

organisational trust as
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employees a mediator between
from India) organisational
citizenship behaviour
and procedural
justice.
(in;'zggfsggﬁ They suggested future
test of Baron Although this study proposed to | studies may include
and Kenn moderate the relationship other contextual
(1986) 3; between teacher traits of variables, such as
Li et al. Anci ,als and emotional intelligence and job power distance
(2018) 281 scF:)hooI satisfaction but surprisingly, it is | culture along with
teachers of found that this relationship is organisational trust
: moderated negatively because can be investigated in
Chinese . . .
Aimar of cross-level interaction. different cultures and
primary contexts.
schools)
It is found that organisational
Quantitative trust is the consequence of
. - They suggested
(Structural organisational justice. Results .
: : o testing the model of
equation reveal that three is a positive oraanisational trust
. modelling relationship between affective ganisat oo
Hayunintyas . . organisational justice,
(SEM), 188 organisational commitment and o
et al. (2018) o organisational
employees of | organisational trust. Results ;
o commitment, and
the poultry reveal that organisational trust oraanisational
industry in fully mediated the relationship sug ort
Indonesia) between organisational justice pport.
and organisational commitment.
o The use of the
Quantitative uantitative method
(structural The relationship between ?nclu ded self-reported
equation organisational performance and bias and commgn
modelling growth strategies is mediated by method variance that
Alaaraj et (SEM), 240 organisational trust. :
al. (2018) senior can negatively
' managers of influence the cause-
uinc? listed and-effect relationship
gr aniZations between the predictor
org : and outcome
in Malaysia) .
variables.
Quantitative Org_a_nlsatlongl tru§t has a The use of a case
(structural positive relationship between study. limited sample
Dahmardeh | equation organisational participation and size yéelf—re orted %ias
& Nastiezaie | modelling organisational commitment. an d’commoFr)m method
(2019) (SEM), 208 They found that both . .
. variance can influence
employees of | organisational trust and neaatively the
education organisational participation can g y
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organisations

increase organisational

generalisability of

in Iran) commitment. results.
They found a statistically
significant relationship between | It is a correlation-
. organisational trust and based study and they
Quantitative icational : found th if
Gholami et | (Chi-square organisational commitment. ound that self-
L They found that when staff did | reported measures
al., (2019) 160 hospital o . ) .
. not have a positive perception can impact negatively
nurses in Iran) . b
concerning access to the generalisability of
information then organisational | results.
trust declines.
Covid-19 has changed
many working
Quantitative Organisational trust cannot practlces_ which are :
) . ) ) ) not considered by this
(hierarchical mediate the relationship studv. and the
regression between work engagement and Y Y
Ha & Lee ) . suggested taking the
analysis, 370 | procedural justice. However, . ;
(2022) : . o independent variable
employees of | there is a direct positive ..
: : . of organisational
two SMEs in relationship between procedural | ~. . . .
. . citizenship behaviour
Korea) justice and organisational trust.
as an outcome
variable for future
studies.
Quantitative The organisational trust partially | The issue of small
(380 mediated the relationship sample size, common
management between corporate reputation method variance, and
Kumari et and s?aff of and CSR practices. It is also cross-sectional design
al. (2021) educational found that there is a positive can negatively
institutions in relationship between corporate | influence the
: reputation and organisational generalisability of this
Pakistan)
trust. study.
The use of SEM
Quantitative indicating the inability
(Struc_tural Findings reveal that to find out causality
equation 2 and self-reported
: organisational self-esteem . N
modelling . questionnaire bias is
. successfully mediated the )
Naami et al. | (SEM), and . . also included. The
relationship between work :
(2020) 300 R - different cultures,
- spirituality, organisational .
participants of | 7. . . contexts and climatic
: : citizenship behaviour, and :
industrial may influence

organisation in
Iran)

organisational trust.

differently on the
relationship among
these variables.
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This study found that there is a

Quantitative positive relationship between They advised
(Structural q ) q . oating th
equation trust and customer-oriente mves_tlgatl_ng the
. : OCB. The further result revealed | relationship of trust as
Qiu et al. modelling : . . :
that trust successfully mediated | mediating variable in
(2019) (SEM), and ) ) ) ;
) the relationship between a different industry
368 Chinese : q ith th ¢
hotel cusﬁome_r-lorlenteh_OCB and with t € purpose o
employees authentic leadership. generalising results.
They suggested future
studies may include
Quantitative Results found that the other contextual
(Structural organisational trust played a variables with
Soni & equation strong mediator in the organisational trust in
Mehta modelling relationship between employee | different contexts and
(2020) (SEM), and engagement and internal CSR cultures that may
485 Indian for the employees of these impact differences
banks) selected banks. among the proposed
relationship used in
their study.
They found that the
Organisational trust was used as quantitative method
Quantitative 9 . included self-reported
. vertical and horizontal trust, .
(regression which significantly improved the bias and common
model, 177 Sig! y Imp method variance that
Salanova et organisational performance. It :
teams, 890 . can negatively
al. (2021) includes the trust of employees, | .
employees of tob managers. and co-workers influence the cause-
31 Spanish aspall cangijnflu’ence the overall and-effect relationship
organisations) N between the predictor
organisational performance.
and outcome
variables.
They found there is an
insignificant direct positive
relationship between They found that
organisational trust with relative sample size
Quantitative organisational justice, may limit the scope of
(data collected | organisational learning culture, | research and
Wahda et from seven and extra-role behaviour. On the | generalisability of
al. (2020) government other hand, they found that results, therefore,
hospitals in organisational trust directly they suggested
Indonesia) mediated the relationship conducting further

between organisational justice
and organisational learning
culture.

studies on the model
used in this study.
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The use of the
quantitative method
Quantitative :Dn_cludefjl self-reported
(hierarchical . 'as and common
multiole This study found that employee | method variance that
pie organisation relationship is the | can negatively
regression i )
: strongest predictor of influence the cause-
analysis, 245 . . .
: organisational trust. They found | and-effect relationship
Yu et al. supervisors . .
that organisational trust between the predictor
(2018) and 971 full diated th q
employees of successfully me iate _t e and outcome
k relationship between innovative | variables. They
SMEs in the : .
. behaviour and employee advised further
clothing - . . .
) . organisation relationship. conducting a study to
industry in heck th
China) chec t. €
generalisability of the
conclusion in other
countries.
MIXED METHOD
. Gap/future
Author Methodology | Findings direction
T : They did not provide
rust in managers, poor : .
. : detail of sample size
Mixed method | knowledge sharing, and :
) . . and sample selection
Curado (data collected | normative commitment is poor,
: . . as well as why they
(2018) from SMEs in | and they also prevent innovation . .
. - i consider the mixed
Portugal) in organisation, which are .
X method appropriate
warnings for managers of SMEs. :
for their study.
Results reveal that uncertain
trustworthiness in te:'chnology or They advised that
. technology trust indirectly ;
Mixed method | . \ there are relatively
influences the employee’s .
(Grounded : : lower studies that use
intention to adopt and use :
theory method L a mixed method
Tu (2018) technology. However, findings :
and structural | .~ o which can overcome
) indicated an insignificant
equation : X the weakness of both
: relationship of technology of o
modelling) ; S : qualitative and
trust is not a significant direct s
: : : quantitative methods.
predictor of employee intention
to adopt and use technology.

The first research gap identified from the critical review of literature in the field of organisational
trust revealed that extant literature was much focused on studying organisational trust in relation
to intra-organisational studies but considering only one component, such as employees’ trust in

managers or in management (Alaaraj et al., 2018; Dahmardeh & Nastiezaie, 2019; Gholami et al.,
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2019) or employees’ willingness to establish a long-term association with organisation (Serrano
et al., 2018; Verburg et al., 2018; Yu et al., 2018; Yue et al., 2019). However, the literature
review revealed evidence indicating that organisational trust is a multidimensional concept
(Salanova et al., 2021; Nienaber et al., 2015) involving interconnections of various trust variables,
implying that a study focusing merely on one aspect, for instance, employee perception of
management, and using only one or two trust variables, for example, social system elements,
would not sufficiently cover the multidimensionality of organisational trust. Therefore, this study
proposed to investigate organisational trust in terms of employees’ perception of organisational
trust and managers’ perception of employees’ trust in them, making this a single study
investigating two components (managers and employees) considering the effects and

interrelations of several trust variables, namely, SSEs, FoT, and TPG.

The second research gap established that there is a lack of research relative to trust variables’
impact on OCB through OTR. Prior studies have investigated OTR as having a positive relationship
with organisational citizenship behaviour (OCB) (Koodamara et al., 2019; Yildiz, 2019), procedural
justice (Ha & Lee, 2022), interactional justice (Tlaiss & Elamin 2015), employee & organisation
relationship, innovative behaviour (Yu et al., 2018), organisational commitment and participation
(Dahmardeh, & Nastiezaie, 2019; Gholami et al., 2019), organisational justice (Wahda et al.,
2020), performance outcomes (Verburg et al., 2018), organisational performance (Alaaraj et al.,
2018), corporate reputation (Kumari et al., 2021), job outcomes (Manimegalai & Baral, 2018).
Previous studies also investigated OTR as a mediator in the relationship between organisational
performance and growth strategies in publicly listed companies in Malaysia (Alaaraj et al., 2018),
work engagement and procedural justice in SMEs in Korea (Ha & Lee, 2022), OJ and organisational
commitment of poultry industry in Indonesia (Hayunintyas et al., 2018), corporate reputation and
CSR practices of education institutional of Pakistan (Kumari et al., 2021) job outcomes and CSR
practices in manufacturing organisation of India (Manimegalai & Baral, 2018), employee
engagement and internal CSR practice in Indian banks (Soni & Mehta, 2020), OCB and normative
control (Verburg et al., 2018), OJ and organisational learning culture in the public hospital of
Indonesia (Wahda et al., 2020). A previous study also suggested that Covid-19 has changed many
working practices in organisations which is not considered by previous studies, and they suggested

taking OTR and the independent variable of OCB as an outcome variable for future studies (Ha &
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Lee, 2022). Furthermore, Koodamara et al. (2019) suggested that future studies investigate OTR
as a mediator between OCB and procedural justice. Moreover, Yildiz (2019) suggested that there
are many mediating variables in the relationship between OTR and OCB, and these are unexplored
yet. The literature review also established the lack of investigations relative to the effect of social
system elements (SSEs) which simultaneously include the three important predictors of OTR, such
as employee involvement (EI), corporate social responsibility (CSR) practices, and employees’
justice (0J) on OCB through OTR. Considering all these gaps identified, this study proposed an
investigation of the indirect effect of SSEs, namely EI, perception of CSR, and perception of OJ
on OCB through OTR. The study intends to test the conceptual framework in testing SSEs’ indirect

effect and their impact on OCB through the mediating effect of OTR.

The third research gap identified lies in the lack of studies centered on organisational trust
conducted in the Gulf region or even in the Middle East, prompting the researcher to select Bahrain
as the country of focus for her research since Bahrain is the country of her birth. In other words,
the study of organisational trust is currently unexplored in Bahrain and there has been minimal
research done in the Gulf region (Redman et al., 2011; Tlaiss & Elamin, 2015). By selecting an
organisation in Bahrain, the study will enrich the literature on trust, specifically providing a rare
perspective on how trust is perceived in Bahrain and, to some extent, in the Gulf region for the
reason that Bahrain, as well as its neighbouring countries — Saudi Arabia and the UAE- have been
classified as having a collectivist culture (Redman et al., 2011), sharing the preference to work in
groups, aiming for harmonized collective social interest. The researcher recognizes the fact that
her study would contribute to global awareness of how organisational trust is perceived in the
Kingdom of Bahrain, and in future research, the study can be used as a basis for comparison or
provide insightful findings relative to the study of trust. In a similar manner, this study can be
used in comparing or contrasting Arabian Gulf trust perspectives to the overwhelming trust
literature of the western context.

The final research gap is that most studies on OTR, OJ, OCB, CSR practices, and organisational
involvement have used quantitative data collection and analysis methods (Alaaraj et al. 2018;
Dahmardeh & Nastiezaie, 2019; Gholami et al., 2019; Ha & Lee, 2022; Hayunintyas et al. 2018,
Manimegalai and Baral, 2018; Yildiz, 2019). However, this quantitative methodology has several

limitations, such as self-reported bias and common method variance, as well as limited sample
48



size used by studies that can negatively influence the cause-and-effect relationship involvement
(Alaaraj et al., 2018; Dahmardeh & Nastiezaie 2019; Gholami et al., 2019) among OTR, 0J, OCB,
CSR practices, and organisational involvement. Notably, there are no qualitative studies identified
on the subject of organisational trust, and a limited number of studies conducted on organisational
trust using the mixed method. Some studies on trust in managers and trust in technology advised
that there are relatively minimal studies that use a mixed method which can overcome the
weakness of both qualitative and quantitative methods (Tu, 2018), and the other study (Curado,
2018) failed to mentioned why they chose the mixed method. Considering the lack of and limited
research using the qualitative and mixed methods, respectively, in the field of organisational trust,
this study proposed the use of the mixed method in investigating the relationship between SSEs,
OTR, FoT, TPG, and OCB. The decision to utilise the mixed method primarily lies in the fact that
the mixed method can overcome the weakness of both quantitative and qualitative methods of

data collection, as established by prior research (Tu, 2018).
The following section discusses the importance of organisational trust on the BOC.
2.5 Trust and its importance for the BOC

The concept of trust has been around for quite some time and is still very much relevant today.
It is hardly unexpected that several different definitions of trust, mostly pertaining to the
interpersonal level, have been proposed with plenty of reviews offered by various studies (e.g.,
Alaaraj et al., 2018; Li et al., 2018; Men et al., 2020). These reviews offer a good summary of
topics that have been raised in the definition of trust, including the differentiation between the
bases of trust and between attitudinal and behavioural trust (Scarlat & Ioanid, 2022), the
dimensionality of organisational trust (Kebede et al., 2022), the conceptualisations of
organisational trust in different disciplines (Roehrich et al., 2020), and the relationship between
organisational trust definition and measuring it (Verburg et al., 2018).

Trust in the workplace can be directed toward a wide range of entities, including single people
(such as a manager or a co-worker), smaller groupings (such as a department, division, or team),
or even the larger entity itself (Hasche et al., 2021). As a result of their conceptual and empirical
differences, the antecedents and outcomes of trust, as well as various goals, are also varied

(Hasche et al., 2021; Vallentin, 2022). While most previous research has focused on trust between
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individuals (i.e., between an employee and his or her supervisor or co-workers), there has been
no research conducted that investigated trust taking into consideration multiple perspectives in a
single study, such as the employees’ and managers’ perspectives of trust measured through

various trust variables.

Maguire and Phillips (2008) described trust in an organisation as the principle that directs the
organisation’s trustworthy behaviour. Consequently, the trust referent in an organisational context
is not an individual or small group but rather the entire system in which they operate. If this is
compared to the idea of putting one’s faith in specific individuals, a much bigger and more
dispersed pool of potential dangers and exposures occurs, as is the case with interpersonal trust.
Employees have faith in their organisation if they believe it can be relied upon to successfully
complete tasks and meet commitments (organisational ability), cares about the well-being of its
various stakeholders (organisational benevolence) and acts morally consistent (organisational
integrity) in all of its dealings with those stakeholders (Gustafsson et al., 2021; Staniskiene et al.,
2019). In contrast, if employees find the organisation not meeting their expectations mentioned

above, employees develop distrust towards the organisation.

Since it is challenging to attribute trust to any one individual or group of people in particular,
Larentis et al. (2018) note that over time, large trusting personal networks lead to trust at the
company, or organisational level. The levels of trustworthiness at which an individual, a company,
or industry operates are all interconnected (Larentis et al., 2018). Anderson and Narus (1990)
point out that in organisational relationships, the firm, rather than the individual, takes the hit if
something goes wrong. Therefore, it is possible that working connections in an organisation
require less emotional investment than personal ones, which means increasing organisational trust
and productivity through individual trust (Dahmardeh & Nastiezaie, 2019). Therefore, we argue
that successful managers' trust technique of creating personal trust in asymmetric partnerships is

useful when dealing with large corporations.

Managers' levels of trust in one another and the organisation as a whole shift as they discover the
consequences of their actions and the rewards they bring to the workplace (Erat et al., 2020).
Managers learn from each other through observation, conversation, and the sharing of personal

experiences. Managerial honesty is fostered or discouraged by the norms of the company's
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culture, such as coordination, communication, and decision-making (Adobor, 2020). It is possible
for both interpersonal and inter-organisational trust to grow and have an effect on one another
simultaneously or for one to come first and then have an effect on the other. For instance, bringing
in @ new boss who exudes trustworthiness and confidence can help spread these qualities
throughout the company. Conversely, if an organisation has a solid reputation in a given field, for
instance, partnering, an outsider might anticipate meeting capable and trustworthy partner
managers. A breakdown in any form of trust between individuals or between organisations will

have a ripple effect throughout both.

One's emphasis and evaluation of trustworthiness will vary depending on the individual's
personality, life experiences, and core values (MacQueen, 2020). In other words, the extent a
person is willing to trust depends on that individual's life experiences and core beliefs. Therefore,
previous literature highlighted trust as a situational factor and it may be considered more
important for some organisations while less important for others (MacQueen, 2020). For example,
public sector organisations in developing countries may not have procedural and informational
justice (Aslam et al., 2018), which can negatively impact organisational trust building. Private
organisations, however, build their working environment based on justice and fairness; therefore,
they give more importance to organisational justice (Aslam et al., 2018). Consequently, a strong
organisational culture supporting trustworthiness is required if an organisation seeks to gain a
reputation as a trustworthy organisation and judge the trustworthiness of other organisations
consistently.

Trust between organisations and trust between people are similar but distinct characteristics (Han
& Curtis, 2022). Trust in both individuals and organisations has been murky in the past. It makes
sense to assume that individual humans always, rather than institutions, place their trust in one
another. Transactions between businesses are comparable to those between individuals or small
groups of people. However, businesses build identities via the consistent application of norms and
practices that shape how employees interact with customers and other stakeholders. "The extent
to which a boundary-crossing agent trusts her counterpart in the partner organisation" is how
Zaheer et al. (1998) characterise interpersonal trust. According to their definition,
interorganisational trust is "the level of confidence that members of the focus organisation have

in the partner organisation."
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According to Mayer et al. (1995), trust is "the willingness of one party to be vulnerable to the
actions of another party based on the expectation that the other party will perform a particular
action important to the trustor, irrespective of the trustor's ability to monitor or control the other
party" (p. 712). In this sense, trust is measured by the mutual expectations of employers and
workers (Salanova et al., 2021). The role of trust at various levels of analysis (i.e., employee trust
towards management and employee trusts in organisation for developing long-term connection)
is not well understood (Salanova et al., 2021). For instance, a number of studies have pointed out
how confidence in managers is often the only characteristic of organisational trust (Alaaraj et al.,
2018; Dahmardeh & Nastiezaie, 2019; Gholami et al., 2019). Employees' propensity to stay with
an organisation over the long term is one measure of organisational trust that has been utilised
in other studies (Serrano et al., 2018; Verburg et al., 2018; Yu et al., 2018; Yue et al., 2019). It
has been suggested that future research look at how the trustworthiness of employees at different
levels of an organisation affects organisational outcome variables from the top down (De-Cremer
et al., 2018; Guinot & Chiva, 2019). Taking into account the overall feeling of trust among workers
has not been investigated in the literature on organisational trust. Future research, as stated by
Guinot and Chiva (2019), should investigate the consequences of trust at various referents and

levels of analysis inside organisations.

Despite mounting evidence for trust's significance in the workplace, existing study syntheses tend
to centre on individuals' relationships with others (e.g., Guzzo et al., 2021; Gholami et al., 2019;
Yu et al., 2018). Since organisations are essentially multidimensional systems and trust, like many
other structures, functions at the person, team, and organisational levels, it is theoretically and
empirically necessary to pay attention to these multiple levels (Korsgaard et al., 2019). It is
uncertain if the antecedents and outcomes now revealed in studies at one level of analysis are
unique to that level of analysis or applicable across levels of analysis, despite the fact that the
enormous corpus of trust research has uncovered key discoveries (i.e., quasi-isomorphic). This
highlights the pressing need for further study into how trust might be integrated at various
organisational levels (Gillespie et al., 2021; Korsgaard et al., 2019) by investigating employees’

and managers’ perspectives of trust.

Organisational trust, organisational fairness, organisational commitment, and organisational

support are some of the variables which are highlighted by Hayunintyas et al. (2018) as areas for
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further research. To further understand the relationship between organisational citizenship
behaviour and procedural fairness, Koodamara et al. (2019) propose further research into
organisational trust as a mediator. Future studies, as suggested by Li et al. (2018), should look at
how power distance culture and organisational trust are affected by cultural and environmental
differences. Manimegalai & Baral (2018) suggested that future research employ organisational
trust as a mediator between CSR activities and job outcomes in service firms in a variety of settings
and industries to corroborate the findings of this study. In order to learn more about the model
they employed, they also recommended using qualitative techniques (Manimegalai & Baral, 2018).
Future researchers can take a cue from Soni and Mehta's (2020) work and incorporate more
contextual variables with organisational trust in diverse contexts and cultures, each of which may
have a unique impact on the hypothesised link. Because of these voids, the current study
investigates trust by surveying employees’ trust in the organisation and interviewing managers to
obtain their perception of employees’ trust. Employee involvement, CSR practises, and
organisational justice are three key determinants, although they are rarely studied together in a
single study. Therefore, this study argued that aspects of the social system elements (SSEs), such
as perception of CSR practices, perception of organisational justice, and employee involvement,
may operate as major predictors of organisational trust in service-providing organisations.
Comparing Western and Arab countries in the context of studying organisational trust is a fruitful
avenue for research. This research aims to provide a conceptual framework for examining the
relationship between various organisational trust variables and organisational citizenship

behaviour in the workplace.

Organisational trust has been studied extensively for decades in different disciplines and context
such as entrepreneurship strategy (Hasan, 2021), strategic action fields (marketing perspective)
(Bozic et al., 2019), social responsibility and employee green behaviour (May et al., 2021), job
satisfaction (Li et al., 2018), employee outcomes (Karatepe et al., (2019), organisational culture
and work workplace bullying (Elewa et al., 2019), organisational commitment and organisational
participation (Dahmardeh, & Nastiezaie, 2019), and organisational sustainability (Yu et al., 2018),
managers communication in hospitability (Guzzo et al., 2021), employee citizenship behaviour
employee collaboration and teamwork (Sargent & Waters, 2004; Simons & Peterson (Lee, Yang,

& Graham, 2006; Olekalns & Smith, 2007), organisational change and survival (Sonpar et al.,
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2009), mergers and acquisitions (Maguire & Phillips, 2008; Stahl & Sitkin, 2005). However, there
are limited studies in the context of the Olympic committee. This study’s subject, the Bahrain
Olympic Committee (BOC), will present a significant contribution in terms of looking at trust in
this type of organisational structure. Given the significance of it being an international organisation
following stringent rules and requirements, the study of trust becomes essential, taking into
consideration that there is no extant trust literature focusing on such organisational structure.
This is a unique context to study because trust is considered a valuable trait in such an
organisational structure, and its importance goes beyond national boundaries. Honesty and
integrity are values predicting trust to which all Olympic Committees are expected to promote and
project. Therefore, the current study is not only simply considering providing insights to the
Bahrain Olympic Committee regarding trust, but also to the entire Olympic Committees in the

world.

Furthermore, as the BOC is working based on the values of friendship and respect (Bahrain
Olympic Committee, 2018), aligning with the qualities like care, honour, and friendship deemed
crucial by social exchange theory (SET) in establishing a trustworthy workplace, the BOC is the
right subject to study. Notably, the BOC places a premium on maintaining a culture of trust
among its staff (Bahrain Olympic Committee, 2018), in their goal of upgrading their sports
participation and the desire to win honour for the country in Olympic competition. However, there
are issues that can hinder the achievement of their goal, which are related to trust. A good
example is the impact of the political turmoil of the country on the BOC. Athletes as well as the
BOC's employees have their own political beliefs, which has the potential to clash if one group
does not share the political belief of the other. Potential accusations of discrimination as well as
distrust of managers and administration can exist if they do not have the same political beliefs. A
specific example can be the complaint of some athletes and the BOC personnel about the unfair
provision of resources and compensation. Another can be the spread of negative gossip
concerning the organisational procedures, regulations, and policies, alleging favoritism (BNA,
2021). Hence, it is imperative that a study of trust in the BOC can potentially clarify issues and at
the same time establishes the BOC's mechanisms in place to attain, retain and increase trust.
More importantly, it is essential to establish that this study included both the athletes and

employees of the BOC. The findings of this study can inform both the employees, and the
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managers of the level of trust they have, and at the same time give the BOC insights into what
important issues they need to address as well as what qualities they need to maintain and

enhance.

With trust in the organisation, it is expected that employees and managers manifest increased
"organisational citizenship behaviour" by going above and beyond in their efforts to achieve
organisational goals, i.e. training harder to win medals for the country. In the same manner, the
BOC has the responsibility to provide employees and managers with all the necessary resources
and opportunities for advancement (Bahrain Olympic Committee, 2018), which can increase their
knowledge and skills, find inspiration to work more, and demonstrate greater faith in one another
and demonstrate OCB (Bahrain Institute of Banking and Finance, 2018). The study, then, can
further provide the BOC with the necessary information on what specific activities they have to

engage in to ensure the increase of OCB.

To further clarify the trust variable used in this study, the following sections cover detailed
discussions of all the trust variables included in this study’s conceptual framework, starting with

factors of trustworthiness.

2.6 Factors of Trustworthiness (FoT)

Extant literature on trust presents many scholars’ theories of factors of trustworthiness (FoT).
Each of these scholars differs in terms of the number of factors to be considered. Some considered
the use of ten factors while others have at least three. For example, Butler (1991) identified ten
managerial conditions for trustworthiness: availability, competence, consistency, discreetness,
fairness, integrity, loyalty, openness, promise fulfilment and receptivity. However, Mishra (1996)
noted four dimensions of trustworthiness: competency, openness, concern and reliability, while
McKnight & Chervany (2001;2002) also noted four factors: benevolence, integrity, competence
and predictability. Dietz & Den Hartog (2006) and McEvily & Tortoriello (2011) reviewed 171
empirical papers and agreed on these same four factors noted by McKnight & Chervany.

Moreover, Whitener et al. (1998) state that organisations will have a better quality of

communication (Yeager,1978), performance (Early, 1986), citizenship behaviour (McAllister,
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1995), problem-solving (Zand, 1972) and co-operation (Axelrod, 1984) once interpersonal trust is
proven. To prove interpersonal trust, Whitener et al. (1998) established a taxonomy consisting of
five trustworthy behaviour dimensions. Although these dimensions are similar to those discussed
above they are targeted to managers and concentrate on qualities that need to be implemented
to win over the employee (Whitener et al., 1998). Once achieved, trust in supervisors is visible.
Managers are encouraged to be the first to trust in the relationship and build a positive social
exchange relationship (Whitener et al., 1998). The five dimensions are behavioural consistency,
behavioural integrity, sharing and delegation of control, communication and demonstration of

concern.

However, even considering all these theories from various scholars, the most widely known and
used theory is that of Mayer et al. (1995) who put forward three factors of trustworthiness: ability,
benevolence and integrity. This theory is proven viable when measuring levels of trustworthiness
of individuals and organisations (Schoorman et al., 2007; Ozmen, 2018). In fact, Rousseau et al.
(1998) and Skinner et al. (2014) praised both Whitener et al.'s (1998) five categories of
trustworthy behaviour and Mayer et al.’s (1995) three factors of trustworthiness. They stated that
these two are sufficient to adopt the concept of trust because they bring all factors together into

consideration.

Notably, trustworthiness factors have been integrated into many studies such as Colquitt &
Rodell’s (2011) research about trust, trustworthiness and justice, as well as Baer et al.’s (2018)
research measuring newcomers' trust in organisations. Moreover, Colquitt et al. (2007) state that
Mayer et al. (1995) distinguished between the concept of trust as being a situational state and
trust as a personality variable. Mayer et al. (1995) had also shed light on the concept of trust
propensity as a stable individual difference, affecting trusting a person. Also, Baer et al. (2018)
mention that Mayer et al.’s (1995) model lays out the factors simply, allowing research to plug in
relevant data about each factor and measure accordingly. Additionally, the Mayer et al. (1995)
model provides a clear distinction between the concept of trust and trustworthiness (Colquitt et
al., 2007; Colquitt & Rodell, 2011).

Furthermore, Colquitt’s view of FoT correlates to the prior research and complements Mayer et

al.’s (1995) FoT by stressing these characteristics that constitute the major construct of trustee’s
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character. Colquitt & Salam (2009) confirmed that explicit integrity, ability, expertise and
benevolence are the dominant predictors of trust which confirmed the views of prior studies by
Mayer et al. (1995) and Burke et al. (2007). Moreover, elaborating the FoT, Colquitt et al. (2007)
explain that ability pertains to can do traits of trustworthiness due to an individual's skills and
competencies, and benevolence corresponds to will do aspects of trustworthiness. Here, Colquitt
et al. (2007) point towards an important dimension that ability may not always complement
benevolence. In other words, can do may not essentially lead to will do. Hence, trustworthiness
factors affect the trust differently and separately and are independent of each other (Colquitt et
al., 2007; Heyns & Rothmann, 2015). On the whole, the meta-analytic review by Colquitt et al.
(2007) provides evidence that benevolence, integrity and ability produce a unique and statistically
significant effect on trust but how they interact with each other to predict trust is uncertain
(Colquitt et al., 2011). However, this study illustrates how each of the three FoT affects employees’

and managers’ trust.

Additionally, Colquitt et al. (2007) view the FoT as currencies that foster social exchanges between
organisation and employees where loyalty, expertise and shared values are exchanged for
compliance, assistance, status and support (Colquitt & Rodell, 2011). Colquitt et a/ view can be
expanded using the view of agency theory (Whitener et al., 1998) where two parties, the manager
and the employee, represent the principal and agent respectively to engage in the structuring of
an economic exchange relationship in which the principal contracts with the agent to perform a
certain task. Therefore, it can be perceived that the managers initiate the concept of trust because
they hold power as to whom they entrust the task. Moreover, organisational, relational, and
individual factors are crucial in initiating trust between managers and employees (Whitener et al.,
1998).

Colquitt & Salam (2009) highlighted that rendering FoT is critical in leader-follower exchange;
they are essential in fostering overall trust. Referring to ability, Colquitt & Salam (2009)
corroborated that a leader's aptitude is crucial in building trust in both technical areas and general
management happenings. A leader’s character is a function of benevolence and integrity and
accounts for most of the employee’s trust that takes the most time and attention for reliable
judgment (Colquitt & Salam, 2009). Consequently, the FoT being crucial factors of trust needed

to improve in a step-by-step approach, i.e. managers need to enhance their abilities, build their
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benevolence and demonstrate their integrity to foster a culture of trustworthiness in the

organisation.

Even though this theory is widely known, Schoorman et al. (2007) pointed out the two main
challenges with this theory: the time dimension and reciprocity of trust. It is explained that it is
difficult to measure all three factors in a relationship accurately. Reciprocity of trust is the fear of
not having both parties engaged in the relationship trusting each other. Thus, this may give rise
to conflict and, in terms of an organisation, it might affect the relationship of business leaders
with their employees. Also, Mayer et al. (1995) stated that risk could sometimes be higher than
the level of trust in a relationship so the risk needs to be lowered to a level that the trust can

manage within the relationship.

Each FoT (ability, benevolence and integrity) is discussed thoroughly in separate sub-sections

below.
2.6.1 Mayer et al.’s Factors of Trustworthiness (FOT)

To be clear, there is no universal model of trust that applies holistically as different cultural
identities inculcate trust differently (Zaheer & Zaheer, 2006; Wright & Ehnert, 2010). Despite the
lack of a universal trust model, most Western scholars would agree that Mayer et al.’s (1995)
factors of trustworthiness (FoT), mentioned above, would also be applicable in the Arabian Gulf
context; these factors are ability, benevolence and integrity. Saunders et al. (2014) noted these
factors’ different manifestations across different cultures.

The literature on trust has elaborated on numerous factors that control the context of the
formation of trust. It also discusses the traits that are considered trustworthy in a trustee. Mayer
et al. (1995), after reviewing the delineated factors, proposed three that are most significant in
influencing a trustor’s assessment of a trustee’s trustworthiness (Mayer et al., 1995; Caldwell &
Clapham, 2003; Greenwood & Van Buren, 2010; Ben-Ner & Putterman, 2011).

2.6.1.1 Ability

Ability, the first factor, refers to the expertise and competence of an individual. It refers to a set

of skills, proficiencies and characteristics that build up a trustee's credibility to perform certain

tasks within his/her given domain (Mayer et al., 1995). Thus, ability equips an individual with a
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can-do label (Colquitt et al., 2007). Many theorists, such as Butler & Cantrell (1984) and Kee &
Knox (1970), have also explained this component using another term, competence, which
suggests that an individual may have competencies in one domain but needs training and
development in another to perform better. Thus, in this regard, ability can be said to be domain
specific.

Therefore, a trustee (employee) is considered credible for his/her perceived expertise considering
that competencies are versatile and in the context of current conceptualisation. The trustor
(manager or supervisor) can trust that a specific task, situation or activity will be handled correctly
by the trustee because the individual exhibits the required and specific ability. In turn, the trustor’s
recognition of the trustee’s ability builds the trustee’s confidence and trust level towards the
organisation. Thus, trustee’s perceived ability and competence and trustor’s recognition will
determine the relative level of trustworthiness in the organisation; this therefore affects job
performance and employee involvement (Schaubroeck et al., 2011; Piryaei & Arshadi, 2012). In
an organisational setting, such trustee-trustor dynamics are considered essential in achieving

organisational goals and success in serving as the initial steps in building OTR.
2.6.1.2 Benevolence

The second factor is benevolence which is concerned with the well-being of the other party,
without any motive in mind (profit or non-profit), so the trustee has an attachment to the trustor
and is willing to help (Mayer et al, 1995). Benevolence refers to a trustor’s perception of the
trustee as generous, compassionate and considerate towards the best interest of the overall trust
process. In a leader/member exchange, benevolent managers/leaders are kind in terms of the
rights and interests of subordinates and consider authentic relationships as two-way interactions
(Wu et al., 2012). Thus, trust reciprocity requires benevolence from both sides in trust-orientated
interactions so that when treated with benevolence, subordinates will reciprocate with
discretionary behaviour and performance, i.e. organisational citizenship behaviour (OCB). In this
way, effective relations within the organisation will prevail (Dirks & Skarlicki, 2009; Wu et al.,
2012).

Benevolence is also seen to connect with organisational justice in terms of its four dimensions

discussed below. If these are acknowledged, it will lead to the trustee's willingness and
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vulnerability to engage in positive behaviours. Thus, benevolence reflects the trustee’s positive

orientation towards the trustor (Lance Frazier et al., 2010).
2.6.1.3 Integrity

The third factor is integrity which Lieberman (1981) believes is the most important factor of the
theory. Integrity refers to the set principles that the trustor and trustee believe in. Both parties
are encouraged to have the same beliefs and principles they can agree on and find morally
acceptable. The trustor will be using any information he has gathered, heard or learned about the
trustee’s reputation to decide the amount of trust that he/she is willing to place in the relationship.
It is significant for employees and organisations to have parallel values and principles, as Sitkin &
Roth (1993) stated (Mayer et al., 1995). Therefore the main component that a trustor will look
for in a trustee is integrity, since ability and benevolence come later as the trust increases over
time (Mayer et al., 1995).

In an organisational setting, the stability between managers' words and employees' actions
motivates integrity; subordinates will feel more motivated towards mutual goals and managers

will attempt to provide justice and fair acknowledgments.

Another essential dimension to understanding integrity is value congruence which aligns with the
organisation's values and interests (Mayer & Davis, 1999). Consistently adhering to organisational
values and interests, reflecting trust in the discretion of actions, showing dependability and
executing promises also demonstrates integrity (Mayer et al., 1995; Mayer & Davis, 1999). Hence,
the assessment of integrity as a basis for trustworthiness connotes to the moral and ethical
dimension of trust where adhering to principles and rules will lessen the probability of distrust if
the value congruence between the trustor and the trustee increases (Kuzminska, 2016). These
trustworthiness factors have a unique and combined influence on developing the overall level of

trust given to one party by the other.

Following the conceptual framework format of variables, the next section discusses the social

system elements.
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2.7 Social System Elements (SSE)

Many organisational trust studies have emphasised that certain social system elements (SSE) need
to be evident to incorporate trust within the organisation (Dekker, 2018). Thus, specific social
working elements are embedded in the organisation’s norms and culture which enables trust to
be created and maintained. The quality and extent of these social elements determine the strength
of trust between employees and the organisation.

Previous sections of this chapter showed that social exchange theory highlights the social
structure's perspectives concerning how interdependence between employees and the
organisation determines trust reciprocity and overall employee/organisation relationships (EOR).
The growing field of employment relationship dynamics has motivated organisations to look into
their SSEs. These can be seen as one of the underlying mechanisms between EOR and trust
development (Shaw, 2014; Xia et al., 2011). Jung & Ali (2017) agreed that specific social elements
have significant implications for EOR. These refer to employee involvement (EI), perception of
organisational justice (OJ) and perception of corporate social responsibility (CSR). The intent
behind considering the SSE to understand the foundations of trust and organisational relations is
that society requires organisations to be more accountable towards social issues and seek social
inclusiveness regarding its human resources to achieve holistic organisational development
(Sarfraz et al., 2018).

The SSEs (EI, perception of OJ and perception of CSR) will be addressed in the following section
to determine EOR which, in turn, contributes to creating and maintaining employee trust in

organisations.

2.7.1 Employee Involvement (EI)

The concept of EI is based on many factors that can increase or decrease involvement within
employees. Macleod & Clarke (2009) state four employee engagement pillars: voice, leadership,
engaging managers and integrity. In this research, all four pillars are being studied and measured
using Colquitt et al.’s (2014) amalgamated scale as they are all interrelated with trust. Arkin (2011)

stresses that engagement is apparent if opinions are considered and employees are rewarded and
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recognised. Bearing these factors in mind, it stresses voice as an important aspect which has not
been considered in recent studies (CIPD, 2015; Macleod & Clarke, 2009), but it influences
organisation decisions and marks co-operation and understanding of employees’ attitude and
behaviour towards the organisation (Purcell, 2014). Employee voice is closely studied as there is
a visible relational and definitional link between involvement and voice (Purcell, 2014). CIPD
(2019) defines employee voice as allowing employees to express their opinions, views,
suggestions and concerns towards their job roles and other conditions that affect their work. It is
necessary to note the importance of having a two-way communication relationship between

management and employees.

Moreover, the CIPD (2019) states that employee voice is a tool for increasing employee
engagement and is a fundamental right to demonstrate social justice at work for employees. In
other words, to involve employees their voice must be heard. Historically, this was viable through
various collective bargaining agents and union representation (Ahmad et al., 2017). However, at
present, direct voice is considered, i.e. employees voice out concerns and suggestions to
managers directly (Boxall & Purcell, 2003; Bryson, 2004; Ahmad et al., 2017; Rees et al., 2013).
Macleod & Clarke’s (2009) report shows that voice is a factor that is neglected (Macleod & Clarke,
2009). A quarter of practitioners never apply the principle of voice (CIPD, 2015), partly because
managers fear the challenge of questions and unilateral decision-making (Macleod & Clarke, 2009;
Hyman, 2018).

EI is inspired by trust (Schaufeli et al., 2002; Gao et al., 2011; Purcell, 2014). By involving
employees in all organisational matters, the organisation will be able to win devotion and
dedication (Colquitt et al., 2011). Consequently, through SET and exchange of suggestion,
concerns and ideas, trust evolves and loyalty and mutual commitments are given (Schaufeli, 2014;
Gao et al., 2011; Zhou et al., 2017; Morgan & Zeffane, 2003; Timming, 2012). Therefore, all
organisational employees are considered assets and their involvement in organisational decision-
making and problem-solving is imperative for developing cross-functional relationships. Sofijanova
& Zabijakin-Chatleska (2013) explained that EI is a process that enables employee participation
and empowerment so that they are directed to contribute their efforts towards accomplishing
exceptional organisational performance. Additionally, Gould-Williams (2007) described EI as

employees' active participation in fulfilling the organisation’s mission, vision and objectives. The
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sense of being involved and engaged with the job enables employees to link themselves to rights
and obligations and then execute their skills, abilities and proficiencies accordingly (Heathfield,
2012). Thus, being participative allows them to be productive about the organisation’s
effectiveness in profitability, productivity and sustainable development (Amah & Ahiauzu, 2013).
Moreover, Kaufman (2015) added that high EI leads to integrated decision-making, goodwill and
higher trust retention levels. Also, employees’ feeling of autonomy through involvement allows
them to be more trusting towards the organisation, more committed towards their job, more

dedicated to assigned tasks and more motivated to mutual goals.

Another perspective of EI that indicates bases of trust is the level of freedom given as opposed
to a command-and-control approach or a conventional mechanical organisation model. Thus,
the authorities (managers and leaders) act as facilitators of work processes rather than
controllers. Hence, both sides' trust increases as employees see that there is power in their
own hands. Volmer et al. (2011) elaborated that such autonomous leader/member exchange
where employees are empowered, cultivates social participation, integration and creative

involvement.

Despite its significance in an organisational context, prior researchers have not addressed in any
detail the antecedents of EI (Jose & Mampilly, 2012). However, in considering its distinctive
construct, human resource advocates have been working on leveraging EI (Macey & Schneider,
2008) and reflecting on how the dimensions of employees’ cognition, emotions and behaviours

influence their organisational commitment.

Similarly, the relationship between EI and good relations within organisations has been deemed
positive by numerous research studies (Mahajan et al., 2012); this is further influenced by
interpersonal trust (Yang & Mossholder, 2010). Several studies in this regard have found that
together trust and EI lead to better perspectives on organisational issues, higher levels of job
satisfaction, low turnover rates and more citizenship behaviour (Schaufeli et al., 2014; Alfes et
al., 2013; Purcell, 2014; Hyman, 2018; Ahmad et al., 2017). Thus, involved employees with a
better perspective of organisational transactions and managerial processes will have higher trust

levels as they are accorded adequate participation in decision making. Their opinions are valued
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in problem-solving and their well-being is promoted. On the whole, a higher level of EI is indicative

of a high level of trustworthiness towards the organisation (Pradhan et al., 2016).

The basic premise of understanding EI is that organisations are dependent on involving employees
and then engaging them for long-term achievements. Thus, it is crucial to achieve the right
balance of interest in employees and activities that promote organisational well-being to
accomplish the right social exchange levels (Pradhan et al., 2016). Jung & Ali (2017) suggested
that contemporary organisations with high-performance work systems (HPWS) consider
employees their most valuable resource so they promote high levels of employee involvement.
Further, organisations seek to foster a fair working environment to strengthen further the trust
level towards the organisation and achieve co-operative relations with employees (Guest &
Bryson, 2009).

The following section addresses the perception of organisational justice as a significant social

factor for organisation’s effective and fair employee relations.

2.7.2 Perception of Organisational Justice (OJ)

Contemporary research argues that O] offers a vital platform to assess the relationship between
employees and an organisation; it explains employees’ trust or distrust towards the organisation
as it is linked to perceptions of an organisation’s trustworthiness (Saunders & Thornhill, 2003).
0], which has a philosophical intent, refers to the righteousness and fairness of the organisation's
activities, procedures, decisions and actions (Carroll & Buchholtz, 2012). It is the consequent
employees’ perception that determines their organisation trust or distrust. Chan & Lai (2017)
identified OJ as the measure by which employees render an organisation fair in its operations,
activities and dealings with its key people. The extant research on organisations considers OJ a
primary indicator of employees’ attitudinal and behavioural reactions; these include their trust

level, commitment, and organisational citizenship behaviour.

Perceived OJ operates in four dimensions: distributive justice, procedural justice, interpersonal
justice and informational justice (Colquitt, 2001; Niehoff & Moorman, 1993). First, distributive

justice infers that organisational decisions should be sufficiently fair and employees should be
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treated well in terms of rewards, returns and corporate wealth allocation for their job outcomes
(Carroll & Buchholtz, 2012). Thus, it seeks fairness in resource allocation, benefits and the
assignment of promotion for employees. Second, procedural justice entails fairness of procedures
where policies, procedures, methods for allocating materials and criteria for carrying out tasks
should be unbiased so that consequent results are fair (Carroll & Buchholtz, 2012; Folger &
Cropanzano, 1998). Third, interpersonal justice refers to the interactional relations between
employees and the organisation and how respect is given in treating employees. Hence, it
addresses the human side of the organisations and takes into account the dignity, consideration
and respect employees receive from authorities (Phuong, 2018; Folger & Cropanzano, 1998). It
looks into how communication is carried out in both formal and informal situations as insulting or
rude comments will impact the way employees perceive the organisation’s fairness (Folger &
Cropanzano, 1998). Ignoring this dimension can cause a great deal of damage and may leave a
gap between the employee and the organisation leading to sensitivity and feelings of
mistreatment. Lastly, informational justice relates to the amount of secrecy within the firm and its
employees' dishonesty. This dimension contributes to the collective esteem of the employees
within the organisation (Colquitt, 2001).

Fairness in procedures, interactions and distribution is considered an instrument that predicts how
the organisation values employees. Available research has focused on how QOJ influences
employee behaviour and, consequently, their trust in an organisation. Employees treated unfairly
in biased systems are more inclined to feel distrust, resulting in poorer retention (Aslam &
Sadagat, 2011). Thus, pursuing justice is necessary as failing to do so will cost dearly in the long
run (Carroll & Buchholtz, 2012).

Social exchange reciprocation is also influenced by employees’ perception of the organisation and
how it allocates resources to assist its performance; if these obligations are fulfilled, employees
develop a favourable perception of the organisation (Tremblay et al., 2010). Moreover, OJ is also
deemed to influence the closeness of relations between employees and the organisation. Karriker
& Williams (2009) posited that fairness in an organisation's procedures and practices determines
the closeness of the employee-organisation relationship, particularly how fairly the organisation

treats its employees.
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In terms of social exchange theory, the perception of organisational fairness is reciprocated with
exceptional employee performance directly benefiting the organisation’s well-being. Thus, the
reciprocal investment of employees in the organisation in response to fair practices and activities
is consistent with the view posited by Blau (1964) & Organ (1988) that employees perceive
organisational relations as a social exchange process. This is very similar to economic exchange
where expenses and returns are equal. Likewise, if both employees and the organisation fulfil
equal expectations in organisational social exchange, this will lead to a balanced and trusting
relationship.

The perception of OJ also has a significant connection with trust and, over two decades, the
literature in both domains has gained positive attention (Lewicki et al., 2005; Lance Frazier et al.,
2010). The integration between OJ, OTR and OCB has been addressed and has been found to
corroborate significantly with SET (Lance Frazier et al., 2010). Procedural, interpersonal,
distributive and informational forms of justice also have significant connotations with FoT (ability,
benevolence and integrity) (Le et al., 2014) and each type of OJ connotes relative FOT. These
factors have evolved, leading to flourishing relationships among employees, the organisation and
managers (Lance Frazier et al., 2010). Assessing the justice and trust dyad, the relation between
the trustor and trustee is determined by the personal characteristics of the trustee (i.e. his/her
trustworthiness) which, per Mayer et al. (1995), includes ability, benevolence and integrity. Lance
Frazier et al. (2010) posited that these factors are ultimately linked to trust while Yang &
Massholder (2010) suggested a more significant relationship between benevolence and trust.
Mayer & Gavin (2005) also highlighted a significant relationship between all three FoT and trust

thereby revealing that each FOT has more or less impact on overall O] (Lance Frazier et al., 2010).

The perception of OJ practices also has further parallel standing with other facets of the
organisation, primarily the perception of CSR, since CSR is linked to the provision of fair, ethical,
responsible and value-orientated treatment to critical players in the organisation and society
(Sarfaraz et al., 2018; Nguyen et al., 2018).

The following section further discusses the third SSE: the perception of corporate social
responsibility (CSR).
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2.7.3 Perception of Corporate Social Responsibility (CSR)

The last social system element that this research considers and attempts to measure in creating
and retaining trust within organisations is the perception of CSR. In today’s dynamic business
environment, societies seek business practices that are more responsive to communities' well-
being and the development of economies as a whole (Shen & Bensen, 2016; Lee et al., 2018;
Jung et al., 2018). Prior literature on CSR has focused on stakeholder and customer dimensions
(Jung et al., 2018). It has growing concerns with its power over employees’ and people’s lives
and governments (Fisher et al., 2013). CSR refers to flexible business practices and activities
executed to nurture well-being and the sustainable development of the environment, societies
and economies (Lee et al., 2018; Christensen & Raynor, 2013; Tian & Robertson, 2017).

From an organisational perspective, CSR activities are undertaken to meet the expectations of key
stakeholders and to influence the behaviours of potential employees to move towards better
performance, increase their job satisfaction and commitment, and enhance trust levels that will
trigger OCB (Vlachos et al., 2010; Tian & Robertson, 2017). In contrast, if a firm fails to pursue
its actual aspirations through CSR, employees will exhibit intolerance, distorted work orientation

and distrust towards the organisation (Christensen & Raynor., 2013).

Organisations that have potentially good CSR functions enjoy a more significant portion of the
market share in attracting skilful employees and retaining productivity through positive work
relations and the work attitudes of employees (Vlachos et al., 2010). Existing literature has
identified numerous intervening factors that determine the relationships between employees and
organisations regarding CSR such as perceived organisational support and proximity,
organisational justice and even cultural dimensions. If these factors are as employees perceive
them to be then the level of CSR proliferates owing to employees' commitment to the organisation
(Tremblay et al., 2009).

Shen & Benson (2016) added another dimension to CSR - socially responsible human resource
management (SRHRM). This refers to CSR orientated towards employees to yield effective work-
related behaviours such as extra-role behaviour (OCB); this is said to be mediated by perceived
organisational support (Tremblay et al., 2009).
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Lee et al. (2018) also focused on how sincere organisational actions are of the utmost value in
retaining employees and gaining their trust. Per stakeholder theory, employees are key players in
an organisation and the CSR engagement of an organisation controls its engagement with its
employees. CSR posits a platform for employees to identify the well-being of the organisation’s
practices (Lee et al., 2018). In particular, an employee's view of an organisation’s CSR initiatives
is crucial to maintaining sincerity, propensity to trust and positive relationships with its employees
(Kim et al., 2010; Ali et al., 2010).

Another perspective noted by Archimi et al. (2018) highlighted that inadequate organisational CSR
would lead to higher levels of cynicism amongst employees when they develop the belief that the
organisation lacks integrity (Brandes & Das, 2006). Employees will also develop a negative
affection towards the organisation (Mustain, 2011) and may promote the organisation's negative
image (Chiaburu et al., 2013). When employees feel that their vision is parallel with the
organisations’, and that this vision is congruent with society’s best interests, acknowledgment and
recognition from its employees will be clear, thereby increasing their determination and motivation
to give greater efforts and direct their actions towards the well-being of the organisation.
Therefore, organisations are encouraged to consider this obligation to retain employees’ trust and

long-term relations (Archimi et al., 2018; Morgeson et al., 2013).

The SSE influencing OTR has been discussed comprehensively in this section. It has highlighted
how employee involvement, the perception of OJ, and the perception of CSR correlate to the FoT

that help create and maintain trust within employees’ working relations.

The next section elaborates on OTR to explain the underpinning concepts more clearly.

2.8 Organisational Trust (OTR)

Organisational Trust (OTR) consists of three broad strands: intra-organisational, inter-
organisational and trust between organisation and its customer. Although this study's focus is
intra-organisational trust, i.e. trust between an organisation and its employees, there are two
more types of trust that organisations engage with. Firstly, inter-organisational trust is based on

trust among organisations and, secondly, there is the trust between an organisation and its
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customer which is marketing (Dietz & Den Hartog, 2006). Considering these three broad strands

of OTR, the main concept behind trust remains the same.

Any organisation's success relies heavily on its workforce as that is the mechanism by which it
can reach its goal, whether to achieve a set mission or generate income. Having seen the
employees as one of the primary factors that affects an organisation's success, it is considered a
priority to ensure that every employee’s engagement at work is maximised. However, an
employee’s full engagement at work is not a given. There is a need to provide an environment
that will fuel positive engagement and one of the critical elements of this is trust (Ozmen, 2018;
Mayer et al., 1995; Dietz & Gillespie, 2011).

Now, when strong competition is a reality and adverse economic conditions are undeniable,
organisations have to ensure every employee's co-operation not just to survive but rather to thrive
in the present economic climate. It must be understood that only trustworthy relationships merit
co-operation (Axelrod, 1984), information sharing and the establishment of group dynamics
(Axelrod, 1984; Vigoda-Gadot & Drory,2008). Although there seems to be a natural inclination for
any individual or entity to trust or not to trust another based on their perception, there must be
some traits that a person looks for that makes him/her draw such conclusions (Dietz & Gillespie,
2011). When this inclination is acted upon, two parties enter into a contract that signifies the
exchange of trust, especially in an organisation. Such a contract can be in a written/signed form
or simply given freely with no guarantees except being based on goodwill.

In an organisational setting, trust is indicated to have started with managers which is discussed

below.

2.8.1 Managers as initiators of trust

DeConinck (2010) pointed out that trust is enhanced when the subordinates perceive and feel the
managers' support. As indicated by numerous studies, a trustor’s perception, beliefs and aspects
of benevolence, integrity and ability are critical trust components. With these components, the
managers' role in building and initiating trust has been suggested as crucial in laying the
foundations of trust (Whitener et al., 1998; Long & Sitkin, 2006; Meier et al., 2016). Elaborating
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this role of the manager in initiating trust, Meier et al. (2016) emphasised that management’s
responsibility to behave and take action in a trustworthy manner leads to superior performance.
Whitener et al. (1998), in their work to explain interpersonal and organisational trust, examined
the role of managers in initiating trust and the antecedents of managers’ trustworthy behaviour
and challenges they might encounter in initiating trust. Notably, Nienaber et al. (2015) posited
that trust between managers and subordinates works reciprocally in a two-way relationship. This
interpersonal engagement starts from calculus-based and building to relational-based trust
indicating a time factor in its development enhanced by the managers’ and subordinates’ shared

experiences and values.

Further emphasising trustworthy managerial behaviour, an effective leader-member exchange
requires the manager’s input as trust does not develop automatically. Meier et al. (2016), Bylok
et al. (2015), and Vijay & Jagtap (2019) stressed that production of trust requires management’s
conscious manners where a proposition of elements are to be articulated by the management to
increase levels of trust, i.e. vibe, character, behaviour, culture, and a high degree of sensitivity,
openness, and tolerance by the management (Bylok et al., 2015) and, if accomplished, it will
retain efficiencies in exchange relationships (Vijay &agtap, 2019). Different levels of management
contribute to the communication of trust through the dissemination of roles and information
accordingly. Vijay & Jagtap (2019) clarified by stating that the trust dissemination in the top
management demonstrates the function of ownership and control; in middle management it is
controlled by open communication of stakeholders and in the lower management it is resultant of
skilled workforce.

Alongside the factors that motivate managerial trust behaviour, a certain mechanism accounts for
the manager’s efforts to build trust. As highlighted by Whitener et al. (1998), organisational
(structure, culture and HR policies of the organisation), relational (initial interactions, expectations
and cost of exchanges) and individual factors (trust propensity, self-efficacy and values) support
or constrain the managers in building trust. Likewise, Fleig-Palmer et al. (2018) highlighted that
managers’ interpersonal and informational support, exhibited through their mentoring behaviours,
account for potential trust-building as it fosters employees’ perception of the manager’s
trustworthiness. Additionally, Nienaber et al. (2015) explicated managers’ attributes in three

categories effecting trust-building similar to Mayer et al. (1995) dimensions. First is benevolence
70



that refers to the managers’ regard for the employees’ needs and well-being. Many scholars
conveyed this characteristic as having a significant effect on employees’ trust (Knoll & Gill, 2011).
Second is ability which refers to the managers’ expertise in a particular domain assisting
employees in developing their knowledge and skills (Lee et al., 2010). The third refers to
managers’ integrity manifested through their perception of organisational justice relevant to

establishing trust in an employee-manager relationship (Pillai et al., 1999).

A similar notion is highlighted in the work of Meier et al. (2016) and Zucker (1986), where process-
based, characteristic-based and institutional-based trust-building mechanisms are mentioned for
managers to create purposeful trust. The inter-organisational exchange process accounts for the
following past and on-going: (1) process-based trust that contributes to the firm’s co-operative
reputation and determines the expected continuity of the relationship (Parkhe, 1998) as well as
exchanges of gifts and expectations; (2) characteristic-based trust which connotes that
management should facilitate trust by fostering similarity in societal and corporate culture (Parkhe,
1998; Meier et al., 2016); and (3) institutional-based trust mechanisms involve taking initiatives
that safeguard the employee’s contractual and legal agreements which strengthen his/her positive
behaviour towards the organisation (Parkhe 1998; Meier et al., 2016). Thus, for managers, the
first two levels of trust (process-based and characteristic-based trust) are vital since they can
work alongside others enhancing their trust by exchanging gifts and working with their employees
because of their reputation or by knowing their social background and their characteristics.

Furthermore, in light of the exchange framework by Whitener et al. (1998), an interactive model
of trust-building shows that managers can reinforce trust through a co-operative effort.
Paliszkiewicz (2011) demonstrated that by learning about each other’s trustworthiness, managers
could trigger trusting behaviour through positive reinforcement of desired behaviour and
feedbacks. Moreover, through trust-enhancing organisational policies, the exchange of positive
relational gestures and stimulating relationship-based cultures employees’ needs are valued.
Supporting this role of the manager as trust initiator, Six (2007) posited that the managers keeping
a normative control would cater to an appropriate perception of their employees' trustworthiness.
Hence, managers are accepted as primary designers of trust in the organisation. They are
accountable for controlling the flow of information, designing the reward systems and maintaining

the organisation's strategic structure. Moreover, the correlation of trust initiation with the manager
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is obvious through prior findings. In a manager-employee exchange relation, the manager's
initiation of trust is said to attain competitive advantage for the organisations.
However, an intervening factor can increase or decrease the amount of trust; this is an external

point of view or gossip from a third party which is discussed in the next section.

2.9 Effect of Third-Party Gossip (TPG) on Trust

In terms of organisational trust, the type of relationship and ties employees have with their
organisation determines the propensity for positive or negative gossip (Michelson et al., 2010).
Trust is normally a dyad, i.e. a social construct that exists between two parties. However, there
is always interference by third-party groups/individuals such as acquaintances, foes or friends and
the media. Goold & Klipp (2002) suggest that third parties' gossip intensifies a relationship's
positive or negative dimensions. In addition to this, the strength of a relationship determines the
impact of third parties on trust. Third parties positively impact strong relations and vice versa
(Vieira et al., 2013). Wittek & Wielers (1998) defined gossip as a non-obligatory conversation
about someone not present during the conversation. Gossip engages both the gossipmonger and
the listener and the conversation between them will impact the corresponding relationship with
the person being discussed (Ellwardt 2011). However, with gossip there is often more negative
information than positive to be transmitted based on Coleman’s analysis (1990); this is also
discussed by Kramer & Tyler (1996).

According to Kramer & Tyler (1996), Axelrod’s (1984) trust in a private game simulation eased
the burden of understanding trust and relating it to organisational perspectives. The simulation
game was carried out twice, once with a private game and the other in public. The first, a private
game, was completed using two players who were chosen to co-operate. If they chose to co-
operate they received a high payoff. However, when one chose to co-operate and the other did
not, the uncooperative player lost and the maximum payoff was given to the co-operative player.
The game was tense because neither of the players knew how the other would react. However,
with repeated experiences, confidence was built and there was a higher tendency to co-operate
and build trust. The second, a public game, was designed to have third parties watch the game
to have an audience. Kramer & Tyler (1996) described this game as having two people called Ego

and Alter. Ego had to watch his behaviour in front of the third parties so he needed to signal to
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the third parties that he was co-operative and willing to work with Alter. Alter also did the same
if he wanted to collaborate in the future with the third parties. Third parties are very important to
manage and understand because it is through them that actual exchanges between two parties
can happen (based on their reputation). In addition, Kramer & Tyler (1996) suggested three types
of gossip groups. The first is the active group where participants gossip about the party they know
to the one who asked (gossip about Alter to Ego). The gossip which friends and colleagues can
transfer can be about previous experiences with Alter in the same game. The second type is full
disclosure gossip. These stories are usually accurate and detailed. The third type is the partial
disclosure group where the group knows part of the story but not all of it. Thus, having
surrounding third parties makes it easier to know about another before an exchange relationship

is formed.

The impact of third-party gossip on trust is fundamental regardless of whether negative or positive
things are said about a person or group. Gossip may acknowledge the positives in an individual
or group through praises by a third party or promotion of engagement and an appreciation of
people. Thus, when sharing an employee’s good performance and praising it in an organisational
setting, someone else will be a positive platform for engaging employees, promoting optimism
about positive people in the organisation and leading to sustaining overall trust in the organisation
(Nugent, 2018). Wittek et al. (2000) highlighted that many social theorists had emphasised TPG’s
effectiveness in promoting collective goodness by bringing norms to the forefront and obtaining
compliance from employees (Ellwardt, 2011).

On the other hand, negative gossip can show distrust in an organisation and affect the
interpersonal trust between subordinates and employees (Scandura, 2017). Also, it is related to
decreased productivity and can negatively impact the morale of employees and lower the retention
levels of valued employees (Grosser et al., 2010). Grosser et al. (2010) stated that gossip flows
in an organisation through two mediums: (1) through expressive friendships or (2) instrumental
workflow ties. Negative gossip is more likely to disperse through expressive friendship and is

characterised mainly by detraction, defamation and character misrepresentation.

Kong (2018) further elaborated on the impact of negative TPG on trust in an organisation where
it limits in-role behaviour and affects EI which hinders OCB. Moreover, Mills (2010) indicated that
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in a formal organisational system, employees’ uncertainty about the manager’s provision of
organisational justice, such as fairness in actions and decisions and implementing just procedures,
could enhance work insecurity and trigger negative TPG. Furthermore, Grosser et al. (2010)
highlighted that an individual's perception of a third party also determined gossip's negative or
positive dimension. So, a third party’s negative attributes might be entirely negative for one
individual but positive for many others who could use that information to achieve better

performance.

Bosson et al. (2006) related the concept of gossip to the presence of mistrust, seeing its presence
in a triad: a coalition between two individuals but not with the object (the one discussed in the
gossip). Lower levels of trust increase the probability of negative gossip if the object distrusts a
coalition with the employees. Thus, employees who experience a violation of trust from the
managers will engage in negative gossip to undermine those managers' authority or coercive role

by forming a coalition with more influential employees in the organisation.

An assessment has revealed that trust is one of the primary antecedents of TPG, i.e. an absence
of trust and the presence of distrust both lead to gossip about an object such as managers (Lau
& Liden, 2008; Lambright et al., 2010). Employees’ belief in benevolence (i.e. good intentions
regarding the managers’ actions and having confidence in them) and the inclination to retain
integrity (conforming to ethics and standards) lead to trustworthiness in an organisation
(Rousseau et al., 1998; Lau & Liden, 2008). However, management's lack of justice and other
socially irresponsible actions will trigger distrust in employees and TPG about the management.
Conversely, Lance Frazier et al. (2010) claimed that managers and organisations with positive
authority figures and friendly relations towards employees would motivate them to exhibit
exceptionally good qualities in work-related tasks and strong levels of OCB if the right levels of
competency (ability), benevolence and integrity were also present.

The literature above concerns TPG in relation to an organisational setting, i.e. between employers
and employees, or employees and employees (Wittek et al., 2000; Kniffin & Wilson, 2005).
However, other types of TPG can influence employees' trust towards a specific organisation. Such
influences can come from family, friends and media; employees' environments heavily influence

how they indulge their work atmosphere and social relationships. Word of mouth is positively
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related to organisational attractiveness (Uen et al., 2011) thus, good word of mouth will bring
positivity and attract employees. Moreover, social nhetworking sites and applications made it easier
for individuals to express their feelings toward certain organisations’ missions, visions and
activities. Social networking enables the society to have two-way communication with the
organisation leading towards understanding, agreeing and challenging its concepts and principles
freely (Priyadarshini et al., 2017).

Factors of trustworthiness where TPG is considered as an intervening factor were noted in the
section above. Such significant insights contribute to an understanding of creating and maintaining

trust within employees’ working relations.

The reasons provided above justify the importance of TPG as a variable affecting trust, which
motivated the decision of researcher to include TPG as a variable in investigating trust. Given the
propensity of TPG in any organisation, its inclusion becomes more valuable in studying trust in
the context of the BOC, since the study of TPG has not been explored in the Arabian context.
Whether negative or positive TPG, findings would contribute to a better understanding of social
working relations at the BOC leading to implementing mechanisms to mitigate the negative impact
or promote the positive influence of TPG. Notably, through TPG and the three SSEs discussed
above it would be possible to measure trust within the BOC.

Singh & Srivastava (2016) identified many other positive outcomes from OTR and OCB was
predominant (Colquitt et al., 2007). Following the conceptual framework, the next section
discusses OCB.

2.10 Organisational Citizenship Behaviour (OCB)

Organisational trust has numerous positive influences on different domains including better
employee performance, higher satisfaction levels and greater employee commitment (McKnight
et al., 2000; Singh & Srivastava, 2016). In the context of organisational behaviour, individuals'
trust in an organisation is mainly correlated to OCB (Laski & Moosavi, 2016; Singh & Srivastava,
2016; Ozbek et al., 2015). This is elaborated upon below.
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Prior literature on OCB indicated that it has grown over the past two decades, specifically receiving
considerable attention in organisational studies and business practices (Moorman et al., 2018).
OCB was first coined as good soldier syndrome by Organ (1988) as well as the extra-role
behaviour that some employees exhibit. Tracing back to its origin, Organ (1988) defined OCB as
an employee action towards the organisation or a colleague when the action is carried out through
goodwill; it is not obligatory and not within his/her job description (Organ, 1988). In other words,
the concept of OCB is discretionary, involuntary employee behaviour that is beyond their
occupational roles and is executed irrespective of any substantial or immediate reward from the
organisation. Although the employee might hope for a return it is not guaranteed (Gao & He,
2017; Organ, 1988).

OCB is further described as an individual’s indirect contribution to the organisation and, by making
these extra contributions, the social well-being of the organisation is maintained (Tambe, 2014).
Somech & Zahavy (2004) considered OCB as involuntary behaviour on the part of employees
indicating their support of social and psychological dimensions (Blakely et al., 2005). However,
Singh & Srivastava (2016) stated that there are still unsubstantiated areas that address its
integration with all organisational domains. Ahmadi et al. (2011) stipulated that OCB enables the
organisation to enhance its efficiency because it is developed by employees’ experiences without
the employees realising their contribution. As OCB happens naturally, some organisations take
advantage of employees’ good behaviour (Organ, 1988).

Among the various views of OCB suggested by scholars, Organ (1988) introduced five dimensions
that can help measure it clarifying that there is no definite measure. These five dimensions are
conscientiousness, altruism, civil virtue, courtesy and sportsmanship (Podsakoff et al., 1990;
Smith et al., 1983). Conscientiousness refers to an employee’s discrete behaviour that goes
beyond prescribed requirements and minimum role performance (Organ, 1988). Likewise, civic
virtue is behaviour exhibited by employees towards the better existence of the organisation.
Employees are encouraged to involve themselves in the organisation's political life, voice their
opinions and contribute with ideas and resolutions (Organ, 1988). Sportsmanship is a dimension
of OCB where employees engage in overcoming issues that may create disagreements or
complaints. This measures how the employee ignores negative comments or rumours and

concentrates on the organisation's unity (Organ, 1988). The three dimensions discussed above
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are associated with the organisation. The other two (courtesy and altruism) are orientated towards
individuals. Altruism refers to selflessly helping another co-worker or any person related to the
organisation (Organ, 1988) with organisational tasks and helping them overcome work-related
conflicts and problems. Courtesy refers to limiting the scope of problems associated with tasks; it
is giving notice or a heads up on how to do/complete a task beforehand to prevent it from affecting
the work of others within the command chain (Tziner & Sharoni, 2014; Organ, 1988). In their
findings, Lee et al. (2013) posited that an ethical work climate leading to CSR further corresponded
to more trust in the company. They also noted that FoT resulted in a more robust attachment of
employees to the organisation thus enhancing their retention, motivating them to exercise their
competencies (abilities), staying fair and honest (integrity) and focussing on growth and welfare

(benevolence) (Ben-Ner & Putterman, 2011).

As mentioned above, OCB is said to impact various organisation’s facets significantly. The primary
motivator behind OCB is the social exchange, i.e. when employees feel valued or experience
satisfaction they reciprocate their engagement (Tremblay et al., 2009) and exhibit behaviour
beyond their occupational duties. The more the employee is involved in daily decisions and given
a voice, the more he/she feels responsible for daily operations and considers helping out
regardless of it being in his/her job description. Moreover, when employees perceive
organisational justice as high in terms of quality relationships with supervisors there is a higher
likelihood of being rewarded and of working in a fair environment. Employees develop the
inclination to connect more with the organisation by exhibiting OCB and thus mutual organisational
goals benefit in reciprocation. Therefore, OCB is significantly encouraged by the presence of EI
and just practices in the organisation. More importantly, adequate research has been conducted
on the influences of OCB and it has been found that positive attitudes towards organisations are
attained through fair working (Tambe, 2014). Additionally, Matten & Moon (2008) emphasised
that when employees’ abilities are acknowledged and rewarded fairly for what they have
contributed it gives them a feeling of being valued; this positively impacts OCB (Yaghoubi et al.,
2011; Hamdi et al., 2016).

Another important dimension is the social exchange and how it controls the occurrence of OCB.
Employees view social, economic and occupational exchanges in the organisation and, if they

consider these exchanges fair, they will enhance their contribution. Conversely, they will limit their
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activities if exchanges are deemed unfair. Hence, social exchange processes and organisational
justice, whether distributive, procedural, interpersonal and informational, determine the level of
organisational trust and this determines how an organisation will reciprocate to its employees
through their attributes of trustworthiness: i.e. abilities, benevolence and integrity (Ahmadi et al.,
2011).

Socially undermining behaviour with negative attitudes and emotions, referred to as
Counterproductive Work Behaviour (CWB), is contrary to OCB and its discretionary and productive
behaviour. CWB results from negative work performance, efforts and behaviours resulting from
hindrances caused by others’ actions that impede accomplishments. Therefore, social undermining
limits employees’ tendencies towards positive work contributions and reputations. When
employees endorse or indulge in such behaviour they can harm the reputation of the organisation.
CWB refers to employees' voluntary actions and behaviours that breach crucial organisational
norms and regulations and, consequently, put at stake the whole reputation of the organisation
(Tziner & Sharoni, 2014). Skinner et al. (2014) showed that counterproductive behaviour leads to
high absenteeism and employee turnover, triggered by the poor judgment of an employee’s
performance. This then becomes a primary cause of them losing trust in the organisation.

After discussing the trust variables above, a discussion concerning the interconnection of these

variables is presented in detail below through the illustration of this study’s conceptual framework.

2.11 Conceptual Framework and Hypotheses

This research aims to measure the impact of employees’ working relations on creating and
retaining organisational trust (OTR). To do so, this research will look into the three social system
elements (SSEs) discussed above (employee involvement, perception of organisational justice and
perception of corporate social responsibility). These will then be measured in parallel to the factors
of trustworthiness (FoT) (ability, integrity and benevolence) bearing in mind the intervening factor
of third-party gossip (TPG).

Assessing the relationship between various SSEs and FoT has revealed that different

organisational elements control different trust dimensions (Tambe, 2014). Through the extensive
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and systematic review of the literature, it has been discovered that there is little consensus on
the role of trust in determining numerous significant trust variables in organisations because each
discipline has calculated the role of trust according to the specific domain of their study. This
study considers an interesting mix of organisational trust variables that has resulted in numerous
different dimensions which will be assessed through a conceptual framework. In addition to this,
the heterogeneity of different internal (SSE) and external (TPG) factors will help measure trust
resulting in organisational citizenship behaviour (OCB) embedded in the organisation.

Based on the literature review above, the dynamics of SSEs, FoT, TPG, OTR and outcomes of trust
have been examined. Figure 2.3 (below) summarises this discussion and shows the integrative
conceptual framework of the research which will be undertaken.

SSE - FOT — OTR > ocCB
n
TPG
Keywords
SSE: Social System Elements OCB: Organisational Citizenship Behaviour
FOT: Factors of Trustworthiness TPG: Third-Party Gossip
OTR: Organisational Trust

Figure 2.3: Conceptual Framework

2.11.1 Relations of the Three Social System Elements (SSEs) to Factors of Trustworthiness (FoT)

Some of the previous literature evidence suggests that the structure of organisational SSE is
parallel with FoT (Jung & Ali, 2017). Employee involvement (EI), perception of organisational

justice (OJ) and perception of corporate social responsibility (CSR) are proposed as co-existing
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SSE that are significantly relevant on the continuum of organisational trust (Vlachos et al., 2010;
Jung & Ali, 2017). EI is considered to go through a series of learning and development
opportunities that enable employees to develop credibility in their particular domain (Brown et al.,
2015) thus, when they become qualified to do a certain job, their engagement increases as does
their trust in and relationship with the organisation (Colquitt et al., 2007). Therefore EI is
evidential, especially when an employee exhibits his/her abilities to the fullest. This correlation
also positively relates to developing trust in the organisation (Morgan & Zeffane, 2003; Timming,
2012; Albrecht, 2010). Likewise, higher levels of EI also result in employees directing their efforts
towards retaining the organisation's integrity and, as a result, their commitment is enhanced
(Colquitt et al., 2007; Engelbrecht et al., 2017). In addition to this, EI has significant connotations
with benevolence. Poon (2013) stated that managers and organisational authorities should be
aware that EI and organisational trust are also enhanced if the significance of treating employees
with benevolence is recognised. Benevolence is crucial for motivating trust and, ultimately, EI
(Savolainen & Hakkinen, 2011).

Similarly, the perception of OJ is also correlated to FoT (Chiaburu &Lim, 2018; Seok & Chiew,
2013). The congruence of just practices in the organisation, as in distributive, interpersonal,
informational and procedural justice, is significant concerning sustaining higher employee
proficiency or abilities (Seok & Chiew, 2013). This also controls variances in integrity levels by
triggering employees to fulfil their obligations in the same way their presence and contributions
are being fairly valued by the organisation (Chiaburu & Lim, 2018; Driver, 2015). This also results
in the reciprocation of benevolence with employees working towards the organisation's welfare
and growth. As Colquitt et al. (2007) pointed out, when employees relate to the organisation’s
fairness in valuing their performance they direct their efforts towards retaining the organisation's
integrity and their affective commitment is enhanced (Colquitt et a/, 2007).

Scholars have significantly emphasised the relationship between the perception of OJ and
employee outcomes congruent to morality and integrity (Jung & Ali, 2017). Moreover, some extant
research studies have also shown that employees’ work attitudes are shaped by fairness in the
organisation (Rupp & Mallory, 2015; Vlachos et al., 2010) while conversely, if injustice is
perceived, they are averse to the abilities, integrity and benevolence of the organisation (Afzali et

al., 2017).
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An organisation’s leaning towards corporate social responsibility (CSR) execution is said to
motivate considerate actions on behalf of employees (Ben-Ner & Putterman, 2011; Gramser,
2016) while Christensen & Raynor (2013) stressed the role of ability in determining higher levels
of CSR. Competence and ability are key factors underlining interpersonal and organisational
trustworthiness (Xu et al., 2016) and ability determines an employee's reliability in accomplishing
expected outcomes. Thus, it is also considered accountable for promoting corporate social
responsiveness (Xu et al., 2016). As an FoT, benevolence is also linked to an organisation’s
inclination to execute responsible actions (Lambert & Hogen, 2013; Phuong, 2018). The
interrelationship between CSR and benevolence reflects the fact that employees develop trust
towards an organisation if they see responsible actions. Then, their tendency to become
considerate and benevolent increases, leading them to enhanced socialisation and becoming
involved with processes that increase well-being (Albrecht, 2010; Pradhan et al., 2016),
consequently improving mutual reliability and positive relations within the organisation. Therefore,
through a manifestation of CSR activities, employees’ reliance and considerate attitudes towards
the organisation increase leading to further productive engagement. Kousez & Posner (2011)
determined how integrity, as an FoT, connotes building commitment and enhances employees'

direction towards honouring organisational well-being and a spirit of CSR (Killinger, 2010).

Keeping in mind the interrelationship between SSE and FoT mentioned above, the following
hypothesis is presented:

H1: Social system elements are positively related to the factors of trustworthiness.

2.11.2 The Effect of Social System Elements (SSEs) together with Factors of Trustworthiness
(FoT) on Organisational Trust (OTR)

Prior studies have noted that OTR arises as a social exchange product between relevant
participants, i.e. employees and the organisation (Shore et al., 2006; Yu et al., 2018). In an
organisational scenario, the social exchange between employees and supervisors is manifested in

their overall relationship, sustained by SSE and FoT (Yu et al., 2018). The underlying concept of
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social exchange theory (SET) is that an exchange of interest between two parties (i.e. employees
and the organisation) results from their beneficial interactions (Cropanzano & Mitchell, 2005).
Hence, based on norms of reciprocity and according to the underlying concept of social exchange,
the organisation (managers and supervisors) expects employees to make contributions through
their abilities (competencies), integrity (fair interactions) and benevolence (welfare-orientations).
Employees, meanwhile, expect to be treated fairly; they seek organisational justice, prefer
conditions that enhance their opportunities to exhibit creative behaviour (Cho & Park, 2011), and
seek an organisation that is responsible towards society by executing corporate social
responsibility in exchange for their employees’ contributions (Lee et al., 2013). Through mutual
commitments and investments from both the organisation and employees, effective
employee/organisational relations are accomplished leading to higher trust levels in the
organisation (Tsui & Wu, 2005; Wu et al., 2018).

Regarding the reciprocal relationships among SSE, FoT and OTR, the research now elaborates on
the interactive role of each element of the study’s construct which is that the overall construct of
OTR is a function of SSE and FoT (Xu et al., 2016). Through appropriate interdependencies,
appropriate trust levels and positive relationships can be accomplished within organisations
(Mayer et al., 1995). The dispositional trust factor has been found to increase or decrease with
the trustee's attributes, i.e. his/her ability, integrity and benevolence (Colquitt et al., 2007).
Perceived levels of integrity, ability and benevolence are linked to higher levels of OTR and then
the organisation as a whole would be regarded as trustworthy (Wu et al., 2018). The factors of
trustworthiness are interrelated and not separable (Mayer et al., 1995; Schoorman et al., 2007).
If managers of an organisation exhibit benevolence towards their employees then the propensity
to exhibit integrity will also be high suggesting a reciprocal exchange relationship between

different dimensions of organisational relationships with employees (Wu et al., 2018).

Trust and trustworthiness constitute a two-way game played out by both employees and the
organisation (Wu et al., 2018). The conceptual framework is designed to understand how certain
SSE correlates with FoT to affect manager-employee working relationships to gain and retain OTR
(Barczak et al., 2010). Furthermore, the framework is also set to establish the moderating role of
TPG on OTR and, as OTR is established, significant levels of OCB are achieved. Additionally, the
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conceptual framework also explores how social exchange theory (SET) triggers trust reciprocity
through a mix of SSEs and FoT (Schoormen et al., 2007; Wu et al., 2018).

Prior research has posited that it is worth pursuing the notion that OTR is related to employees’
performance and behavioural aspects (Shor et al., 2006). This considers the proposition of SET
that trust is reciprocated in a social dyad between employees and the organisation (Schoormen
et al., 2007). Favourable exchange relationships are attained when the exchange processes have
trust reciprocity between them. Yu et al. (2018) stated that, in an organisational context, the
exchange of benevolence between the organisation and its employees is accomplished when
employers create an environment in which employees are directed to exhibit positive behaviour
through the right use of their abilities. Moreover, establishing integrity and benevolence reflects
the right levels of employee/organisation relations (EOR) (Yu et al., 2018). Thus, OTR is said to
be a mediating factor in accomplishing positive employee/organisational relationships and
appropriate behaviour such as organisational citizenship behaviour (OCB) (Singh &Srivastava,
2009; Yu et al., 2018). Therefore, based on the notion of reciprocity obtained through SSE and
FoT, organisational trust can be accomplished with both acting as a glue that binds them while
enhancing the mutual standards of value congruence (Williams, 2016).

Tan & Lim (2009) asserted that FoT is positively related to organisational trust in subordinates.
Adding to this, Kuémifiska (2016) presented the further dimension of the impact of national culture
on trust and trustworthiness where different dimensions of culture, as posited by Hofstede (1980),
have different connotations for different cultures; these consequently determine relative levels of
trust in an organisation. Dirks & Skarlicki (2009) also put forward a similar construct in their study
and proposed that trust serves as an integrative factor to enhance the relationship between
perceived FoT and outcomes of trust leading either to OCB or to counterproductive work behaviour
(CWB). Tan & Lim (2009) emphasised benevolence as a trigger of trustworthiness and, relative
to this, Dirks & Skarlicki (2009) stressed ability and integrity as influential factors of OTR.

Building another proposition about this notion, employee trustworthiness and trust go side by side
as FoT triggers the confidence of employees in the organisation and they reciprocate through
productive behaviour and engagement (Mondalek, 2013; Jiang et al., 2016). Considering trust as

a whole system of interactions between the organisation and its employees, this study will attempt

83



to discover how employee trust reciprocity is related to the overall establishment of OTR (Tourigny
et al., 2019; Jiang et al., 2016). Relative to this, organisations with lower EI levels, perceived O]
and perceived employee CSR tend to have lower levels of belonging, trust propensity and
reciprocity. Hence, in terms of low-level Employee/Organisation Relationships (EOR) (i.e.
inadequate social exchange), low levels of EOR will lead to ineffective relationships and poor trust

levels towards the organisation. This gives rise to the following hypothesis:

HZ2: Social system elements have a positive indirect effect on organisational trust through factors

of trustworthiness.

2.11.3 The Effect of Third-Party Gossip (TPG) on Employees’ Trust Within the Bahrain Olympic
Committee (BOC)

One crucial precondition for determining the right levels of organisational trust (OTR) is the role
of external factors such as third parties (colleagues, friends, family and the media). Trust occurs
when two parties have interpersonal interactions; however, third parties will always have an
impact. While trust is the direct interconnectedness between two people, there is also the indirect
connection with a third party and the intervening role of the third party is crucial in addressing
how the impact of the direct link between two people can be directed to distrust or trust or the

overall intensity of the trust can be influenced by a third party (Ferrin et al., 2010).

Kramer & Tyler (1996) explained that, with an expansion of co-operation, the relative levels of
risk increase because the new co-operation carries a high risk in terms of interpersonal trust so
determining the extent of trustworthiness here becomes challenging and the likelihood of gossip
(positive or negative) is high. Kramer & Tyler (1996) suggested that third parties are more
orientated towards negative gossip and their indirect connections tend to amplify distrust (Burt &
Knez, 1996; Ferrin et al., 2010). In other words, third-party gossip (TPG), when negative, can be
considered as an undermining social factor of OTR because its impact can create distrust that can
adversely affect the productive behaviour of employees (Ellwardt et al., 2012; Kong, 2018). This
is further supported by the study conducted by Zuo et al. (2020) revealing the impact of negative
TPG in lowering levels of overall OTR. However, Ellwardt et al. (2012) also pointed out that TPG
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could positively affect the organisation if the TPG tended to be more optimistic. In this scenario
positive TPG acts as a motivator for achieving a higher level of OTR leading to employees having

a more enhanced job performance.

In addition, Wittek et al. (2000) also established the direct link between the existence and impact
of TPG depending on the existing relationship type between managers and organisation as well
as managers and the employees. Wittek et al. (2000) also pointed out that the manager-employee
relationship is negatively impacted, especially when negative TPG makes further interventions. In
the same manner, the manager-organisation relationship is affected when negative TPG becomes
more prevalent. Burt & Knez (1996) further added that TPG could significantly impact the
manager-employee relationship when it is not clearly defined. Therefore, TPG can easily increase

distrust in weaker relationships; conversely, it can positively impact stronger relationships.

However, the moderating effect of TPG on OTR, which is supported by findings from past research
(Kuo et al, 2018; Wu et al., 2016; Zou et al., 2020), depends on the prevalence of TPG in the
organisation. It was explained that the higher the level of TPG prevalence, the higher the
moderating effect of TPG on OTR. Kuo et al. (2018) justified that organisational gossip reflects
employees’ perception of the organisation. Therefore, negative perception results in the
prevalence of negative TPG but a positive perception enforces positive TPG which can adversely
affect OTR. This leads to this hypothesis:

H3: The direct relationship between SSE and OTR is such that these two relationships will be
weaker when contact with TPG is negative rather than when it is positive.

2.11.4 The Role of Employees’ Overall Organisational Trust (OTR) on Organisational Citizenship
Behaviour (OCB)

Prior literature has significantly highlighted OCB as a predictor of OTR (Kuzminska, 2016). As

explained earlier, OCB is an individual’s voluntary behaviour irrespective of the expectation of

rewards; instead, it is directed towards the better functioning of the organisation (Organ et al.,

2006; Tremblay et al., 2009). A positive relationship can be seen between OTR and the
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conceptualisation of OCB regardless of the type of behaviour. Thus, positive OCB is accomplished
if the perception of OTR is high. High OTR converts into employees’ positive behaviour towards
the organisation and these behaviours are demonstrated through OCB dimensions that include
altruism, conscientiousness, civic virtue, courtesy and sportsmanship. Researchers of OCB and
OTR have found consistent interrelations. Adding to this, Tziner & Sharoni (2014) emphasised the
need to address these different behaviours entailed as OCB and various dimensions to OCB. For
instance, Podsakoff et al. (2009) stated that OCB is a highly valuable contribution to the
organisation's exceptional functioning. These dimensions stimulate the effectiveness of OCB and
consider the affective, cognitive and dispositional factors (Organ, 1988) that are the psychological
triggers of OCB. Podsakoff et al. (2009) considered these dimensions as facilitators of overall
organisational performance and productivity. Concerning these multifocal dimensions of OCB,
determining a single overarching model highlighting specific triggers and consequences of OCB is

missing.

To facilitate OCB, visible distinctive practices motivate trust. Singh & Srivastava (2016) found that
if an organisation facilitates activities and processes leading to trust in the organisation more
involved role behaviour will result in better employee and organisational relations leading, in turn,
to OCB (Hansen et al., 2011). Moreover, Singh et al. (2016) also explained that factors of OTR,
including perceived organisational support (SSEs), are basic determinants of OTR and maintain
overall OCB as an outcome of trust in organisations.

Another important factor determining OCB as an outcome of OTR is cultural aspects (Amah, 2017).
OCB measures are found to impact cultural sensitivities, including language, cultural norms, beliefs
and value systems (Baeza et al., 2017). The enactment of OCB varies from culture to culture per
Hofstede’s (1980) cultural dimensions. The orientation and proclivity of OCB in a country with
high power distance will differ from that in low power distance countries; likewise, collectivist
cultures vary from individualistic ones. Thus, the behaviour that is expected is different in different
cultures. In other words, the national culture determines the way fairness is perceived in Gulf-

based organisations relative to western organisations (Bachrach et al., 2007; Amah, 2017).

Organisational trust is an image of how organisational policies and regulations fulfil employees'

expectations (Rasheed et al., 2013) and OCB best predicts organisational trust (Tziner & Sharoni,
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2014). Relative to this, Janowicz-Panjaitan & Krishnan (2009) related organisational trust to
attribution theory which involves the concept that employees sense their surroundings as positive
or negative depending on their relationship with the organisation. Hence, employees with higher
levels of OTR will be more inclined to avail themselves of opportunities and risks contributing
through creative ideas and productive behaviours (Altinkurt & Yilmaz, 2011). Conversely, if OTR
is lacking employees are more inclined to demonstrate negative perceptions and behaviour, i.e.
counterproductive behaviour (Fulmer & Gelfand, 2012). The current study aims to direct the focus
to find an appropriate conceptual framework to show that OTR is a major trigger and factor of
OCB that leads to these hypotheses:

H4: Social system elements have a positive indirect effect on organisational citizenship behaviour

mediated by organisational trust.

H5: Organisational trust has a positive effect on organisational citizenship behaviour.

On the basis of the five hypotheses derived from the conceptual framework proposed above, the
current study will test the framework’s feasibility in accordance with the interrelationships of SSE,
FoT, OTR, TPG and OCB to introduce it as a proven framework in the organisational trust

literature.

2.11.5 Conceptual Framework Rationale

It is essential to justify the selection and inclusion of the trust variables in the conceptual
framework relative to the significance of trust in organisation. Notably, discussions of specific trust
variables are provided above but to reiterate their importance, the following establishes why these

trust variables are essential in this study.

To begin with, the first trust element or variable in the conceptual framework is the SSE. SSEs’

inclusion was based on Dekker’s (2018) assertion on the importance of SSEs in determining
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organisational trust and Jung and Ali's (2017) claim on the significance of SSEs, such as EI, OJ,
and CSR, serving as mechanisms on developing employee-organisation relationship (EOR) and
trust reciprocity (Shaw, 2014; Xia et al., 2011). It has to be noted that Vlachos et al. (2010) and
Jung and Ali (2017) asserted that EI, CSR and OJ are significant predictors of OTR and so their

inclusion was deemed necessary.

To clarify further, this study’s three SSEs (EI, CSR and OJ) were selected based on prior studies’
findings. El's inclusion, for instance, is based on the claims that trust is an outcome of EI (Schaufeli
et al., 2002; Gao et al., 2011; Purcell, 2014), and trust increases when employees are recognised
and rewarded as well as their opinions are considered (Arkin, 2011; Boxall & Purcell, 2003; Bryson,
2004; Ahmad et al., 2017; Rees et al., 2013), leading to employee dedication, loyalty and
commitment to the organisation (Colquitt et al., 2011; Schaufeli, 2014; Gao et al., 2011; Zhou et
al., 2017; Morgan & Zeffane, 2003; Timming, 2012). As this study aims to collect data on
employees’ trust in the organisation and managers’ perception of employees’ trust in them as
reflected in the principles of SSEs, the consideration of EI becomes essential because the
employees’ online survey and the manager’s interviews comprise obtaining their perceptions of
their involvement in organisational matters, like decision-making process and their perceptions of

the rewards and recognition given to them by the organisation.

In the aspect of the 0OJ, Saunders & Thornhill (2003) pointed out that employees’ trust and distrust
of the organisation largely depend on the organisational trustworthiness, which Carroll &
Buchholtz (2012) expounded as the righteousness and fairness of organisation’s policies,
regulations and engagements. This is further supported by Chan & Lai (2017) who assert that OJ
is the basis for employees’ assessment of organisational trustworthiness (Colquitt, 2001; Niehoff
& Moorman, 1993). Considering the focus of this study, i.e. how all the trust variables in this
study lead to trust, OJ is then a required SSE to be included.

Another SSE is CSR, which refers to the organisation’s engagements to promote the betterment
of the environment, society and economy (Lee et al., 2018; Christensen & Raynor, 2013; Tian &
Robertson, 2017). Vlachos et al. (2010) posit that organisation’s engagement in good CSR, and
Lee et al. (2018) assert that CSR is a basis for employees’ assessment of the organisation’s

integrity, leading to gaining and retaining employees’ trust. In contrast, employees’ perception of
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the organisation’s inadequate CSR results in employees’ negative feelings towards the
organisation and promotion of a negative image ((Mustain, 2011; Chiaburu et al., 2013). Archimi
et al. (2018) and Morgeson et al. (2013) encourage organisation’s engagement in good CSR to
retain employees for the long term. Taking these into consideration, CSR based on the employees’
and managers’ perceptions will provide a good understanding of organisational trust, which this
study aims to achieve.

FoT is another vital trust variable in the conceptual framework. The critical literature review
indicated that FoT had been used in numerous studies (Butler, 1991; Mishra, 1996; McKnight &
Chervany, 2001;2002; Dietz & Den Hartog, 2006; McEvily & Tortoriello; 2011); however, the
researcher decided to settle on Mayer et al.’s (1995) three factors of trustworthiness (ability,
integrity and benevolence) because it is widely used, known and agreed to be significant
predictors of trust (Colquitt & Salam, 2009; Schoorman et al., 2007; Ozmen, 2018; Rousseau et
al., 1998; Skinner et al., 2014).

Additionally, in Chapter 4, the discussion of the findings and analysis of the primary qualitative
data presents Mayer et al.’s (1995) FoT in conjunction with Whitener et al.’s (1998) five
dimensions of trustworthy behaviour to illustrate the similarity of the coverage in terms of
obtaining managers’ perception of employees’ trust. As Whitener et al.’s (1998) five dimensions
solely focused on managers, Mayer et al.’s (1995) FoT presents a holistic concept of
trustworthiness. By considering both, the discussion of the findings provides a comprehensive

analysis in relation to trustworthiness.

Moreover, Mayer et al.’s (1995) factors can be applied across different cultures (Saunders et al.,
2014), and with the minimal studies in the Arabian Gulf context as well as the lack of a universal
model of trust, the adoption of Mayer et al.'s (1995) ability, integrity and benevolence as FoT
would be appropriate to be considered in this study. It is worth noting that trust is fostered and
manifested based on culture (Zaheer & Zaheer, 2006; Wright & Ehnert, 2010).

One factor of trustworthiness is ability, a crucial factor referring to the individual’s competence in
performing tasks (Mayer et al., 1995; Colquitt et al., 2007), but it is found to be domain-specific
(Butler & Cantrell, 1984; and Kee & Knox; 1970). Trust is initiated when an employee

demonstrates the required ability, and in return, the organisation recognises the employee’s
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ability. Such a dyadic relationship illustrates that mutual trust impacts employees’ involvement
and productivity (Schaubroeck et al., 2011; Piryaei & Arshadi, 2012), which the organisation
benefits by achieving its goals. In other words, ability can determine interpersonal and

organisational trust.

Another FoT is benevolence, deemed by Mayer et al. (1995) to be the attachment of the trustee
to the trustor, motivating the trustee to manifest positive behaviours, i.e. OCB. Benevolence also
reflects the trustee’s positive perception of the trustor (Lance Frazier et al., 2010) and the trustor’s
perception of the trustee’s concern for the welfare of the organisation. In a such dyadic
relationship, trust reciprocity is evident, implying the outcome of reinforced organisational trust
(Dirks & Skarlicki, 2009; Wu et al., 2012), achieving the aim of this study.

The last FoT is integrity, an essential factor as it is required at the beginning of the relationship
between the trustor and the trustee. Trust is initiated based on the gathered information by both
parties about each other and reinforced by the stability of words, actions and performance to
determine the amount and level of trust to be given. Sharing and adhering to the same principles
and beliefs, the trustor and trustee will experience lessened distrust (Kuzminska, 2016). Through

integrity, interpersonal trust, then, is determined.

Organisational trust is considered the core variable in this study, relative to the investigations of
trust variables” impact on OTR and OTR’s mediating effect on OCB. The motive behind the
investigation is based on prior studies’ findings of OTR as a determiner of organisational success
and a crucial positive influencer in various organisational domains that include performance,

satisfaction level and commitment (McKnight et al., 2000; Singh & Srivastava, 2016).

Based on the critical literature review, gossip has been established to be present in any
organisation, and its classification, whether positive or negative, as well as its intensity, is
dependent on the employee-organisation relations (Michelson et al., 2010; Goold & Klipp, 2002).
Also, Vieira et al. (2013) reiterated that the impact of gossip lies in the strength of employee-
organisation relations. These studies indicate the importance of TPG in terms of the relationship
between employees and the organisation, and the level of trust is determined by the influence of
TPG in that relationship. It has to be noted that the inclusion of TPG may not be popular in

Western culture and studies, but it may be significant in the context of the Arabian Gulf, where
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its culture is classified as collectivism. In this aspect, TPG serves as a context-specific variable,
significant based on its cultural context.

In the context of the BOC, one has to comprehend gossip is manifested in an organisation. Looking
at the study of Grosser et al. (2010), one can understand that gossip flows in an organisation
through expressive friendships. There is evidence that expressive friendship between competitive
teams and employees can increase the motivation of employees to do tasks other than the job
description as well as their involvement in organisational tasks (Muhl 2014). This aspect of gossip
in literature can be linked to the values of the BOC, which is working based on the values of
friendship and respect (Bahrain Olympic Committee, 2018), and social exchange theory has shown
that these same qualities—along with care, honour, and friendship—are crucial in establishing a
trustworthy workplace in the context of the BOC. It is important to study in the context of BOC
because TPG provides an understanding of how they acknowledge the positives in an employee
or group through praises by a third party or promotion of engagement and an appreciation of
people. Thus, when sharing an employee’s good performance and praising it in an organisational
setting, someone else will be a positive platform for engaging employees, promoting optimism
about positive people in the organisation and leading to sustaining overall trust in the organisation
(Nugent, 2018). Therefore, the TGP is an important factor in the context of expressive friendship,
which is aligned with the BOC values of friendship. Furthermore, expressive friendship as a major
element of TGP is also supported by the SET theory. For example, Wu et al. (2006) have
elaborated SET in the context of two factors: social cost and benefits and economic cost and
benefits. Social costs and benefits such as respect, caring, honour, and friendship are the

important factors that can increase employees’ level of trust in BOC.

Another variable in the conceptual framework is the OCB. Extant literature indicates OCB's positive
influence and an important effect on employees’ trust in an organisation (Laski & Moosavi, 2016;
Singh & Srivastava, 2016; Ozbek et al., 2015). OCB refers to an individual’s own volition to
contribute to the organisation beyond what is expected (Tambe, 2014; Somech & Zahavy, 2004).
Prior studies also established that OCB indicates the existence of EI and OJ in an organisation
(Tambe, 2014), and recognition and rewarding employees’ abilities positively affect OCB (Matten
& Moon, 2008; Yaghoubi et al., 2011; Hamdi et al., 2016). In the context of this study, Organ’s

(1988) 5 dimensions (conscientiousness, altruism, civil virtue, courtesy and sportsmanship) were
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considered to measure employees’ OCB. Prior studies support Organ’s (1988) 5 dimensions as
good measures for OCB. With the study’s aim to investigate the interrelations of SSEs and FoT as
well as their impact on OTR, it is appropriate to extend its investigation of OTR’s impact on OCB,

even considering SSEs’ indirect influence on OCB through OTR.

To explain how this study will determine the feasibility of this framework, the methodology chapter
is discussed next.

Chapter 3 - Research Methodology
3.1 Introduction

This chapter explains the methodology, approach, data collection method, philosophical
assumption and paradigm in the research. This study aims to use a mixed-method case study
approach which employs semi-structured interviews that incorporate open-ended questions and
online questionnaire surveys using a 5-point Likert scale and a qualitative analysis of annual
reports. Additionally, a description of the research participants (i.e. both managers and employees
at the Bahrain Olympic Committee (BOC)) is provided in subsequent sections.

3.2 Research Philosophy

Research philosophy is a predominant term in social sciences research that relates to the nature
and development of knowledge following which a new foundation of reliable knowledge and
information concerning the research intent is obtained (Morgan, 2014). It is essential to
understand the underlying research philosophy because it clarifies the decisions and intentions to
reach certain research outcomes through meaningful interpretation. In other words, research
philosophies have their features which help the researcher choose which philosophical approach
has to be adopted based on what is suitable for the study.

This research’s philosophical substructure consists of both ontology and epistemology (Leavy,
2014) as well as a detailed discussion about pragmatism which the researcher considers as the

most appropriate approach to be used for this study.
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3.2.1 Ontology

Ontology is a key philosophical assumption concerning the social environment and the reality of
individuals and whether they are shared or interpreted independently by individuals. To grasp
each individual's understanding, a research study needs to focus on qualitative methods to access
respondents’ interpretations. Although each respondent might have a different interpretation of
the question, a qualitative method will give a clear understanding of how different people think.
Regardless of these diverse interpretations, ontological philosophy believes that there is an
external reality (Snape & Spencer, 2003). Thus, the interpretation of an individual adds meaning
and purpose to the reality that exists. There are two distinct aspects of this philosophy: objectivism
and constructionism, also referred to as subjectivism (Bryman & Bell, 2015).

Objectivism, as mentioned by Bryman & Bell (2015), states that there is a difference in how the
real world is perceived by individuals. Objectivism states that a social phenomenon and its
meaning are independent of social actors (Bryman & Bell, 2015; Saunders et al., 2016). Thus,
regardless of what really exists in that social phenomenon, individuals' interpretation is
independent of that reality. For example, the Bahrain Olympic Committee (BOC) is an entity that
has its separate laws and regulations which is the reality of the social phenomenon; however, the
perceptions of its employees are independent of what that reality is (Bryman & Bell, 2015).
Objectivism, as a principle, works best when research is carried out to understand processes and
structures (Bryman & Bell, 2015; Kougiannou, 2013). Thus, this principle would not be effective
in this research because this study is dependent on the interpretation of research participants to
understand the reality of the BOC; the human interactions will be subjective (Kougiannou, 2013)
since examining a topic such as trust will need to examine interpretations to understand the

reality.

Constructionism, on the other hand, states that social phenomena constantly change in their
meanings depending on the social actors. Thus, a social phenomenon cannot be stable but will
always be in a state of revision (Bryman & Bell, 2015) mainly because perceptions and actions
change with time. This principle believes that individuals hold within them perceptions that can
change the state of the phenomenon hence, through research, these perceptions need to come

to light and be analysed (Humphries, 2008). This principle matches this study since, regardless of
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the knowledge extent on trust and social system elements, everyone's perception will make a
difference in understanding or changing the concept. Bryman & Bell (2015) stated that a concept
is the individual’s way to make sense of things within his/her respective social world and so it is
by understanding such concepts that this study will be able to make sense of trust and the effect

of social system elements in maintaining and creating it.

3.2.2 Epistemology

Epistemology investigates whether the social world needs to be studied by guided principles or
solid ones (Bryman and Bell, 2015). It has three main principles: positivism, interpretivism and

realism.

Positivism is used extensively by researchers. It relies on scientific research and reasoning through
observation and experiments (Burns & Burns, 2008). Thus, positivists believe that knowledge
needs to be obtained by methods that can give results to produce generalisations. It promotes
natural science methods to study the reality of the social world (Bryman & Bell, 2015). This
principle is based on quantifiable measurements without considering any subjective measures
(Bryman & Bell, 2015; Saunders et al., 2007). Notably, positivism as a principle of philosophy
works best in research if, firstly, the study is about a social phenomenon and, secondly, it can be
observed so that facts can develop and finally, testable hypotheses can be generated (Bryman,
1988).

Interpretivism, on the other hand, helps in understanding the subjective meanings of individuals
(Bryman & Bell, 2015). This principle originated from the work of a philosopher called Immanuel
Kant (1781) (Bryman & Bell, 2015). He proposed that it is important to learn about people or a
social phenomenon by observing and understanding what is happening around and thinking about
what is happening (Bryman & Bell, 2015; Burns & Burns, 2008). Interpretivism looks at radical
reasons and bases research questions in terms of morality (Snape & Spencer, 2003). A major
contributor to this principle was Wilhelm Dilthey (Snape & Spencer, 2003), who stressed that this
paradigm's significance lies between studying and experiencing what the people participating in

the study are going through by understanding their social context.
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Realism explores both the natural world and the social sciences together. This principle believes
that reality can exist beyond what people speak of since it bases its assumptions on social reality
(Bryman & Bell, 2015). Researchers pursuing realism believe that social science methods should
be used parallel to those from the natural sciences as there will always be a reality to reach other
than descriptions of scientific methods and figures. Realism consists of two aspects: the empirical
and the critical. Empirical realism or direct realism allows intersubjectivity depending on the
methods used; through these different methods, reality can differ (Bryman and Bell, 2015). In

other words, what our senses tell us is a reality for us (Bryman & Bell, 2015).

Critical realism takes into consideration the notion that sensations may be deceptive meaning that
reality can be misinterpreted or that the whole picture of reality is not revealed. Hence, critical
realists use more than one method and depend on more than one structure to understand a
phenomenon's reality. Critical realism is able to differentiate between the "actual" world and the
"observable" world since these two spheres do not overlap at all (Brown et al., 2002). The 'real'
is something that exists independently of human senses, theories, and inventions; as a result, it
cannot be observed (Danermark et al., 2005). The nature of causation, agency, structure, and
relations are all elements that critical realism views to be of the utmost significance (Danermark
et al., 2005).

Critical realism can be seen as an appropriate epistemology to adopt for this research as it
investigates the BOC's structures and procedures and their interaction. Additionally, critical realism
operates under the presumption that employees, as people, are inexorably linked to the larger
social and cultural milieus in which they find themselves (Bryant, 2017; Minteer, 2011). The
flexibility of critical realism in obtaining comprehensive research outputs across philosophical and
methodological orientations is a plus, which also holds that the research purpose should drive the
full study. As a result, realism as an epistemological position grants the researcher the ability to
progress and become more flexible because the researcher can be involved in research. A realist
believes that reality exists independently by using particular ideas as instruments for revealing the

larger picture and making sense of the world (Danermark et al., 2005; Edwards et al., 2014).

A critical realist believes that the selection of mixed methods can help to gather data to see the

reality independently as well as provide flexibility in method selection that can overcome the issues
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of qualitative and quantitative research (Edwards et al., 2014). Mixed methods research attempt
to combine qualitative and quantitative research procedures, their approach cannot be easily
defined as either quantitative or qualitative research (Morse, 2016). Academics have been working
toward the development of an alternative framework because of the broad range of subject areas
that such research investigates (Creswell, 2014). However, it seems that mixed methods
researchers have differing opinions regarding the nature of this framework. Creswell (2014)
discusses only one framework in detail, but his study includes another framework, specifically the
transformative perspective, in their most recent textbook on mixed methods research. Although
there are other techniques, critical realism as an epistemological position is the one that is most
closely associated with mixed methods research (Huber et al., 2020). By putting more emphasis
on the study problem and the results of that problem, critical realism allows researchers to use
different approaches such as positivism, post-positivism, and constructivism (Fetters, 2019).

Overall, the nature of knowledge (epistemology) through critical realism is the best suitable
philosophical basis for this thesis. This study’s research paradigm is discussed next.

3.3 Research Paradigm

A paradigm represents general theoretical assumptions, laws and techniques that direct a
researcher to adopt a certain philosophy in addressing their research question (Chalmers, 1982;
Shah & Al-Bargi, 2013). It offers a framework within which individuals or groups choose certain
research questions and approaches to accomplish their research ends (Humphries, 2008). Morgan
(2014) described a paradigm as a philosophical way of thinking and interpreting for a researcher.
In other words, a paradigm is the thinking patterns and worldview of the researcher. In the same
manner, Leavy (2014) referred to paradigms as sunglasses with differently shaped frames and
lenses of different colours; they influence the view of things being seen which means that
paradigms direct the thinking and actions of a researcher.

This study highlights the importance of a research paradigm through Burrell & Morgan’s (1979)
four assumptions that can lead to an understanding of the paradigm to be used in business
research. These four assumptions are described by Bryman & Bell (2015) as a matrix that

considers the following: (1) the objectivist stance which suggests that there is always an external
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viewpoint that monitors the reality of the structure and processes of the organisation; (2) the
subjectivist viewpoint believes that organisations are social environments that are guided by the
experiences of its individuals; (3) the regulatory assumption which views organisational research
as giving suggestions for changes to improve structures and processes but which makes no
judgments about how they operate; and (4) the radical stance which is contrary to the regulatory
point of view. These four assumptions suggest that organisations are studied to judge their
operations and then offer guidance on achieving change. Bearing these four assumptions in mind,
Bryman & Bell (2015) introduced a matrix that aids this research in understanding where the
study stands within its own philosophy. The four-by-four matrix works by plotting the four
assumptions along two axes (Bryman & Bell, 2015). The four paradigms along the axes are
functionalist, interpretive, radical humanist and radical structuralist. A functionalist paradigm is
research-based on problem-solving; it is very common in business management research where
the researcher identifies and rationally explains a problem. After this, recommendations are made
(Saunders et al.,, 2016). The interpretive paradigm focuses on the organisation's social
environment and stresses that understanding the situation at hand, interpreting individuals’
experiences and understanding their viewpoints are significant (Saunders et al., 2016). The radical
humanist approach believes that research must bring change and that organisations are social
environments while the radical structuralist believes that organisations are a form of power that

brings conflict.

Bearing in mind the discussions about ontology and epistemology where constructionism and
interpretivism are identified as appropriate for this study, the research paradigm most suitable for
this research is the interpretive paradigm because the researcher is looking into the social
environment of the organisation by studying and analysing the viewpoints of employees and
managers. Moreover, this study is looking into social working relations that depend solely on the
Bahrain Olympic Committee's social environment and what feelings the employees have about

their workplace that help create and maintain trust.

14

This research analyses both quantitative (employees’ perspectives) and qualitative (managers
perspectives) data. In the discussion for the best quantitative-qualitative paradigm, Rossman &
Wilson (1985) illustrated three schools of thought, i.e. purist, situationalist and pragmatist. Purists

and situationalists believe in the use of just one method. Pragmatists, on the other hand, recognise
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the value of using both qualitative and quantitative methods in a single study. In light of the
purpose of this study in using both qualitative and quantitative methods, a detailed explanation
of pragmatism is presented next.

3.4 Pragmatism

Pragmatism brings together facts and findings from real-life situations and backs evidence with
experiences (Saunders et al., 2016). Hence, this approach calls for a mixed-method research
design (Saunders et al., 2016). Creswell (2014) called this approach problem-centred since its

method involves using all available research methods to solve the research problem.

This approach also gives this study the freedom to choose techniques and methods appropriate
to be employed (Creswell, 2014). This view considers both qualitative and quantitative research
methods as complementary rather than competing strategies (Snape & Spencer, 2003). Due to
pragmatism using mixed methods, it has prompted a debate on the advantages of bringing
different paradigms in one research hence, some researchers have suggested that having different
paradigms together within the same research is appropriate and beneficial. In contrast, others
assert that research should only use different methods from the same paradigm since mixing
them might lead to unclear analytical findings because of the use of different approaches

concerning data collection (Snape & Spencer, 2003).

Tashakkori & Teddlie (2010) emphasised the importance of the research questions over the kind
of research philosophy to be adopted. Similarly, Richardson (1996) reiterated this view but pointed
out the pragmatism approach as focusing solely on the research question. With this study’s
overarching question focused on determining the impact of different organisational trust variables
such as social system elements (SSE), factors of trustworthiness (FoT) and third-party gossip
(TPG) on organisational trust (OTR) and OTR’s influence on organisational citizenship behaviour
(OCB), it implies the essentiality of using every or combined effective methods, approaches,
techniques and ideas that only pragmatism as a paradigm advocate. Onwuegbuzie & Leech (2005)
acknowledged that in pragmatism, the research questions decide the type of research methods

to be utilised. As this study investigates the managerial perspectives through interviews and
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employees’ perspectives of OTR through questionnaires, the combination of quantitative and

qualitative methods becomes necessary. Therefore, this research will follow a pragmatic approach.

3.4.1 Pragmatism as a Research Paradigm

As discussed above, the various concepts that a research addresses direct a researcher to conduct
his/her study either as a positivist, interpretivist, constructivist or pragmatist; this choice depends
upon the nature of the social and educational research being undertaken as well as the
researcher’s perspective. Regarding the research being undertaken and the theoretical
underpinnings being considered in an organisational context, the BOC's case encompasses
realities that call for the assessment of a mixture of objective and subjective phenomena. This
requires considering solutions to prevailing problems rather than solely focusing on laws of reality
(ontology) and theory of knowledge (epistemology) so the focus is on empirical inquiry to solve
the problems prevailing in the social structure under investigation (Creswell, 2014). Hence, to
avoid the constraints of the philosophies mentioned above this study chose pragmatism to allow
the theories to be logically assessed to judge their capacity to answer the research questions.
Notably, pragmatism considers the underlying ontological and epistemological underpinning of
other paradigmatic approaches, i.e. those in constructivism and interpretivism and the traits of
both.

The major rationale for adopting pragmatism as a guiding paradigm is its action-directed nature.
In other words, pragmatism refers to actions and the consequences of actions as it seeks to solve
problems by taking action sensibly and flexibly rather than constraining fixed ideas or theories.
Morgan (2014) argued that knowledge in the pragmatic approach is built through experience and
taking action while learning from the outcomes of those actions. The action-orientated nature of
pragmatism exempts it from any theoretical and philosophical aspects but rather binds it to a

practical approach.

Through its emphasis on shared meaning and joint actions (Morgan, 2014), pragmatism considers
the contextual and generalisable aspects of theories and considers the transferability of theories
to other situations. Hence, it connects inductive and deductive theories, subjectivity and

objectivity, context and the generalisability of data, inferencing and developing aspects of
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abduction, inter-subjectiveness and transferability. This is achieved by considering the multiple
realities from qualitative and quantitative approaches (Creswell et al., 2011). This study has used
this approach because it is both deductive and inductive. It is a deductive approach because this
research is based first on generalisations (i.e., theories) and then conducts tests, experiments and
observations in operational terms to prove or disprove the theories (Bryman & Bell, 2015). It is
also an inductive approach (Gabriel, 2013) which first gathers data and information about the
specific subject and then finds methods to analyse the information to develop
generalisations/theories. However, abductive reasoning was chosen because it offers the flexibility
to move back and forth in generalisations and theory-testing methods. Thus, because of the use

of a mixed-method pragmatic approach, abductive reasoning was found to be most appropriate.

Pragmatism considers the traits of both qualitative and quantitative methods through the use of
a mixed-method approach while relying on abductive reasoning to move back and forth between
induction and deduction (Dudovskiy, 2016). The combination of both numerical and cognitive
reasoning generates testable conclusions in abduction inferencing. Peirce (1955) stated that
abduction, relative to induction and deduction, uses observed facts that link exclusively to
observed circumstances; this leads to hypothesis development having further relation to some

rule hence abduction is orientated towards significant and relevant contextual judgments.

It is also crucial to understand pragmatism’s orientation towards being subjective or objective
with quantitative approaches being objective and qualitative research being subjective. Opposing
the views of objectivity and subjectivity, pragmatism argues against the adoption of complete
objectivity and complete subjectivity in research rather embracing the concept of inter-subjectivity
that demands a degree of mutual understanding among research participants as with readers and
reviewers of the research. Inter-subjectivity is central to pragmatism and takes into account
shared meanings (Hamlin, 2015). Unlike the forced dichotomy of subjectivity and objectivity,
pragmatism considers different frames of reference. Thus, this study has chosen to use a mixed-
method approach.
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3.4.2 Pragmatism Underpinning Mixed Method's

Pragmatism, as stated above, concentrates on solving the problems in current research objectives
and research questions. Hence, it is unrestricted in its data collection methods so it is advisable
to use a mixed method when dealing with pragmatism (Creswell, 2014; Tashakkori & Teddlie,
2003). Kivunja & Kuyini (2017) indicated that a very significant relationship exists between the
choice of paradigm and methodology because the implication of a methodology in accordance
with a paradigm choice correlates with research questions, data collection methods and
instruments, procedures, participants and the analysis of the collected data. Morgan (2014)
indicates that pragmatism is most appropriate for mixed-method research as mixed methods offer
a variety of methods that can be incorporated. Johnson & Grey (2010) stated that pragmatism is
connoted as a philosophical partner for mixed-method research since it exempts researchers from
adhering to any particular method or technique (Biesta, 2010; Creswell, 2010; Tashakkori &
Teddlie, 2010).

3.5 Mixed-Method Case Study Research

Mixed method research is a mix of both qualitative and quantitative research. Creswell (2014) and
Tashakkori & Teddlie (2003) defined it as an approach that involves multiple forms of data and
the use of different methods of design in terms of the philosophical assumption and theoretical
framework of the research. The integration of mixed methods at the design level of a research
study occurs through either explanatory sequential, exploratory sequential or convergent designs
(Creswell, 2014; Fetters et al., 2013). Creswell (2014) added that this method's main aim is to
use both qualitative and quantitative methods to provide a full understanding of the research
problem. This study agrees with these scholars in social research: it is possible to merge both
research methods as they both have the potential to give very specific and detailed information
about the topic being studied (Ritchie, 2003). Moreover, using both methods give a different
perspective of knowing so; although they will be addressing the same issues they will give different
analyses of each (Creswell, 2014). Thus, both methods will generate different findings that will
certainly offer up other discussion points and might shed light on new gaps not mentioned or

explored before. Both methods can be used to study the same participants or different ones
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depending on the purpose of the study. In this study, each method considered analysing different
research participants, i.e. the qualitative method for managers’ perspectives and the quantitative
method for the employees’ perspectives. The use of the qualitative and quantitative methods
matches the conceptual framework’s aim to test all the organisational trust variables considered
within the framework. Additionally, the data gathered provide the background information
necessary to conduct the congruent parallel analysis using the convergent triangulation research
design as discussed below. Concerning the decision for this specific combination, i.e. qualitative
for managers’ perspectives and quantitative for employees’ perspectives, was based on practicality
in terms of the numbers of participants as 320 employees participated which is suited for
questionnaire, compared to 17 managers which was suitable for the interview. All these help in
getting the respective perspectives of all the stakeholders in the BOC. Additionally, through the
annual reports this study managed to determine how, as an organisation, BOC initiates, builds

and retains employees’ trust through their policies, regulations and systems.

The contextualised framework of a case study involves a detailed investigation through data
collection over a defined period of time from targeted participants or the study unit. Known for
being an extensive research strategy, it addresses the dynamics of the theoretical framework and
processes being assessed (Ridder, 2017) in the study setting. Yin (2003) identified case studies
as empirical investigations that address the how and why certain phenomena contribute to a
holistic real-life context in which this research has little control over the phenomenon being
studied. Case studies cover many domains such as the social sciences, business studies, political
sciences and psychological settings. Stake (2013) described the case study as a well-connected,
specific, focused, complex and functioning process while Merriam (2009) referred to it as a unit
of investigation with certain boundaries to be kept under consideration.

Prior studies have addressed the distinction between different case study approaches and designs
depending upon different sub-types identified based on the intent behind their execution (Yazan,
2015). From Yin's perspective (2011), a case study has one of three subtypes: (1) the exploratory
which identifies the how of a phenomenon (De Massis & Kotlar, 2014); (2) the descriptive which
describes a contextual phenomenon; and (3) the explanatory which aims to explain causal links
and connections in real-life phenomena and why these are taking place (De Massis & Kotlar,

2014).
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This study will be explanatory research as it allows the line of thoughts on a current perspective
or phenomenon to be described and then a more current body of knowledge to be produced to
address the gaps (Blatter & Haverland, 2012). As this study has specific organisational trust
variables and intends to prove that they positively affect OTR and organisational citizenship
behaviour (OCB), the explanatory case study will be used.

Overall, this research incorporates a mixed-method case study (explanatory) approach to answer
the research questions. Data collection from both a case study and a mixed-method approach
complement each other so adopting a case study will enrich the data and findings produced
through these methods. Moreover, according to Yin (2009) and Eisenhardt (1989) the case study
is the most appropriate method of assessing a complex and new phenomenon in a given context
where there is ambiguity between the context and phenomenon being investigated; this is
achieved by employing multiple sources of data which increase validity. Trust, a new topic within
Bahrain, needs close attention and studying trust within an organisation requires two main
stakeholders' perspectives: managers’ and employees’. These two stakeholders will help this study
establish how management and employees perceive the concept of trust and OCB. Thus, it will
contribute to the overall concept and open doors to other scholars to examine each stakeholder
in more depth. Hence, through a mixed-method case study approach, a real-life case study will
be assessed in-depth to answer the what and why of the phenomenon being investigated (Yin,
2009).

3.6 Rationale for Adopting a Case Study Strategy

According to Yin's (1984) perspective, the case study offers a platform for researchers to explore
events to understand causal links. A case study’s main aim is to generate theory, however, it can
also contribute to hypothesis-testing research (Dyer & Wilkins, 1991). Thus, this study has chosen
a case study because, as stated by Siggelkow (2007), a case study can add to existing theory and
shed light on gaps and new concepts such as the field of organisational trust that other
researchers can then help to explore. As explained above, Eisenhardt (1989) posited that case
studies imply data collection method combination for they can include multi-quantitative methods

or mixed methods or both that could shed light on the vague and below-the-surface relationship.
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In addition to this, the feasibility that a case study methodology offers, in terms of adopting a mix
of qualitative and quantitative methods, gives it more potential for research. Typically, a case
study methodology uses data sources gathered using two or more means such as observations,
interviews and secondary data from documents (Yin, 2011). It also offers an explanatory platform
by addressing the what, why, and how; by offering insight into the phenomenon being

investigated it helps develop and refine theory.

Additionally, with a single case study, rich insights can be achieved and the context can be
explored in detail. Thus, the goal for a single case study is to gain a detailed description of the
social and political events that occur within the case's environment despite its limitation of not
being able to generate theories. However, Eisenhardt (1989) argued that the more cases included,
the better and stronger a hypothesis would be. Therefore, by using a single case study the
preliminary hypothesis may be brought to light but any generalisation of the theory will need more
evidence. In this way, this study can pave the way for upcoming research (Eisenhardt, 1989; Dyer
& Wilkins, 1991). In contrast, multiple case study research tends to have thin descriptions and
less time given to each case while neglecting the less obvious settings that are under investigation
(Dyer & Wilkins, 1991).

Therefore, this research, which has the intention of revealing a new perspective regarding how
employees at the Bahrain Olympic Committee (BOC) perceive organisational trust, has chosen to
adopt a case study methodology. This methodology will enable the study to gain an interesting
insight into contemporary actions and the set of actions being taken to address the perception of
organisational justice, the perception of corporate social responsibility and employee involvement
leading to the development of organisational trust and organisational citizenship behaviour among

employees at the BOC.

Furthermore, this study is a single case study-based research paper; it will be structured around
a specific context i.e. the Bahrain Olympic Committee (BOC) (Ritchie, 2003; Gerring, 2017;
Bryman & Bell, 2015; Yin, 2018). The participants will be from a specific context which will make
this research detailed and intensive (Bryman, 2015). Also, a single case study design will be
adopted to address the theoretical propositions employing both qualitative and quantitative data

collection methods. An explanatory case study approach is being pursued where different social
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factors will be assessed to explain the links and interconnections of influences among different
organisational trust variables. Yin’s (2011) perspective of using multiple sources of evidence will
be used to construct the case study, different means will be used to triangulate the data and the
theoretical propositions offered in the previous sections will be incorporated. The most effective
data sources are those with which researchers are most acquainted and ones that can be easily

merged and triangulated for further findings and analysis (Yazan, 2015).

Specifically, this study has chosen a mixed-method single case study for many reasons. First, the
timeframe is limited since it is a doctoral thesis and is restricted to the University’s duration.
Second, it is the first study of its kind in the Kingdom of Bahrain where organisational trust is a
critical and sensitive subject (Yin, 2018) and it is unusual for an organisation/committee to allow
research. Finally, the study needs to get the perspectives of both managers and employees to
obtain a holistic view of the BOC. Hence, this study took the opportunity to explore social system
elements and their effect on trust in the workplace. Yin (2018), along with Tashakkori & Teddlie
(2003), encouraged using mixed methods when there is a case study since both methods offer

depth and context allowing for multiple sources of data and a variety of information.

To provide a clearer picture of this research, the following sections explain the research design
and the methods of data collection.

3.7 Gaining Access

Although the topic of trust is considered a sensitive and relatively new subject in Bahrain, this
study gained approval to conduct the research in July 2017. The participating organisation was
provided with detailed information about the research, its goals and objectives and included the
consent and participation forms along with the managers’ interview schedule and the employees’
questionnaire. It was made clear that all the findings would be sent to the BOC and a copy of the
thesis had been requested upon completion so that the recommendations might be studied. All
approvals from the University’'s committees had also been forwarded to the BOC and
communication with key members of the organisation who are accessible would be maintained

throughout the research process.
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3.8 Research Design

When conducting research, a flexible research strategy needs to be put forward (Snape & Spencer,
2003). This research brought together real-life settings and generated data from the existing
reality. Previous studies on organisational trust and other relevant variables are selected to
analyse their research design as it can help to find potential methodological flaws as well as the
future direction for this study.

Based on the critical literature review in Chapter 2, it was discovered that multiple studies on trust
use quantitative methods. These studies include Alaaraj et al. (2018), who employed a
quantitative method to investigate the conceptual model based on organisational trust mediating
the connection between organisational performance and growth strategies. The researchers used
structural equation modelling (SEM) to analyse the responses they received from 240 senior
managers working for companies that are publicly traded (Alaaraj et al., 2018). Another study
that collected data using quantitative methods was by Dahmardeh and Nastiezaie (2019) who
polled 208 employees working in educational institutions and used SEM to investigate the
relationship between managers' trustworthiness, employees' willingness to share and apply
knowledge, and the organisation's propensity to innovate. Gholami et al. (2019) also utilised a
quantitative methodology to collect data from a total of 160 registered nurses. In addition, the
chi-square test was carried out in order to investigate whether or not there was a correlation
between organisational trust and organisational loyalty. Ha & Lee (2022) collected data from 370
employees of small and medium enterprises (SMEs) and used hierarchical regression analysis to
determine the connection between organisational trust, employee engagement, and procedural
justice. Additionally, Hayunintyas et al. (2018) collected quantitative data from 188 workers in the
poultry business in conjunction with SEM to investigate the relationship between affective
organisational commitment and trust. It was demonstrated that trust within an organisation fully
mediated the connection between organisational justice and loyalty to the organisation
(Hayunintyas et al., 2018). The research conducted by Kumari et al. (2021) also applied
quantitative methodologies to collect data from 380 administrators and instructors working in

Pakistani schools. A positive association between organisational trust and both a company's
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reputation and its corporate social responsibility practices was discovered (Hayunintyas et al.,
2018).

Numerous research has investigated the direct relationship, as well as the mediated and
moderated relationship, between employee perception, CSR activities, organisational trust,
organisational justice, organisational learning culture, and organisational trust (Kumari et al.,
2021; Koodamara et al. 2019; Li et al. 2018; Soni & Mehta, 2020; Salanova et al., 2021; Wahda
et al., 2020). Notably, this quantitative approach has a number of drawbacks, such as frequent
method variance, as well as the small sample size that is used by research, which can severely
affect the participation of a cause-and-effect link (Alaaraj et al., 2018; Dahmardeh & Nastiezaie
2019; Gholami et al., 2019). Therefore, it is not useful to reuse the quantitative methodology for
this thesis, especially when previous studies (e.g., Alaaraj et al., 2018; Dahmardeh & Nastiezaie
2019; Gholami et al., 2019) have highlighted several limitations that open the door for qualitative

and mixed method research.

Based on the critically reviewed literature in table 2.1 in the literature review section, there are
qualitative studies, but there is no study that covers the same comprehensive topic as the current
study. In other words, there is no single comprehensive study found that adopted qualitative
methodology which can enable the researcher to explore their perception of organisational trust
(OTR), corporate social responsibility (CSR), organisational justice (0J), and other trust elements

crucial to determining organisational trust.

However, the literature review reveals two prior studies (Tu, 2018; Curado, 2018) that used mixed
methods with feedback stating that the mixed method approach was appropriate for their
respective studies and could overcome the weakness of both quantitative and qualitative methods.

The extensive studies using the quantitative method will provide guidance on the trust elements
that should be considered as well as gain insights from their findings including recommendations.
Qualitative data collection, on the other hand, can add in-depth insights relative to context as
they are context-specific, which complements the case study research as it relies heavily on

context.

Additionally, minimal research using the mixed method has called for research using the mixed

method as it addresses the weaknesses of both quantitative and qualitative data collection.
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Bearing these in mind, the researcher has chosen to utilise the mixed method, as it allows the
researcher to address the issue of both qualitative and quantitative data collection and analysis
methods.

Specifically, for the qualitative data collection, this study will use the four research questions as
basis, while the quantitative data collection will utilise the research objectives derived from the
research questions. The quantitative part is conducted through an online survey to gather
employees’ perception of trust in the BOC, while the qualitative part is conducted using semi-
structured interviews of managers to get their perceptions of employees’ trust in them. The
interviews provide a clear understanding of the overall perspective on how employees are treated
within the BOC through comprehending the relationship between managers and employees. To

analyse the qualitative and quantitative data, the triangulation method is applied.

3.8.1 Convergent Parallel Design

This study used a convergent parallel design, also known as convergent triangulation research
design, in extant studies. Specifically, this research used a convergent parallel, mixed-method
approach. This is considered an efficient design by Creswell & Clark (2011) because this allowed
the execution of both qualitative and quantitative methods concurrently bringing all collected data
together for comparison and contrast to better understand the way the BOC operates. During the
same phase of the research process, both qualitative and quantitative methods were prioritised
equally and the analysis of both data types was carried out independently. Next, the results were
amalgamated for the research’s interpretations (Creswell et al., 2011). The design took its name
from the notion of converging the data at the level of the problem; this was then followed by the
triangulation of the qualitative and quantitative data to generate a critical analysis. The congruent
parallel design allows contradictions in the findings to be highlighted allowing the research to
confirm or disconfirm them (Creswell, 2014; Creswell & Clark, 2011). Although this design makes
intuitive sense (Creswell & Clark, 2011), it also needs a great deal of effort and consideration
since different methods are being used. Merging different samples can be challenging and
sometimes requires the concepts being studied to be re-analysed. The challenge of amassing

different sets of data can be resolved using and presenting both sets of data as a joint display
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and providing a rationale for each; thus themes and concepts will emerge gradually for

comparison.

3.9 Data Collection Method

This study used purposive sampling to select the data collection sample. Purposive sampling
involves choosing participants with a specific purpose in mind and representing either a location
or a type as a key criterion (Ritchie, 2003). Purposive sampling helped to investigate OTR and
OCB in detail. As discussed in Chapter 2, this study chose a specific organisation (the Bahrain
Olympic Committee (BOC)) and measured its employees’ and managers’ perceptions concerning
SSE, FoT and TPG. Moreover, homogenous sampling was used to select employees. All members
of the same culture were measured to understand their environmental setting so that details of
their social context within the BOC could be explored. The survey link was sent to all employees
to avoid bias in case the BOC prefers to choose only employees who would offer a positive opinion.
This study also asked managers to participate in semi-structured, in-depth interviews similar to

the sections of the questionnaire to enable the congruent parallel study.

3.9.1 Semi-structured In-depth Interviews

Individual interviews are the most widely used method in qualitative research. Interviews are of
many kinds; they may be open- or closed-ended, structured, or semi-structured. Interviews are
considered in this research based on these three features. First, regardless of the type, the
interview provides specific information about the individuals being interviewed. It gives a clear
understanding of their beliefs, opinions and personal perspectives on certain matters which is
suitable for this study as it collects the BOC managers’ perspectives on the social working relations
at the BOC. Second, this kind of research may be chosen based on certain features of the study
being undertaken such as having a new topic that might arise within the study's field or context.
In the case of this research, the context of the study (Bahrain) is new. A third feature of the
research is its specialisation since it will collect information from selected individuals (the BOC
managers) who have specialised roles in the organisation.
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Semi-structured interviews are classified as qualitative research. As Strauss & Corbin (1998)
defined, qualitative research is any type of research that is not statistical and will help justify the
social environment of a certain circumstance. Bryman (1988) stated that qualitative research helps
the researcher understand and justify individuals' social realities and understand their perceptions
of certain subjects. Moreover, with qualitative research, a study will have rich data that will be
deep in its content if semi-structured interviews are used. Furthermore, the questions in semi-
structured interviews are designed so that multi-dimensional streams of information are elicited;
these help the interviewee narrate a story and give examples that will help the analysis of this
study (Wengraf, 2001).

In-depth interviews offer a detailed investigation of each person’s perspective. This kind of
interview is the only interview that can explore the intentions of individuals behind their words,
answers and actions. Their experiences and history are discussed and explained to the researcher
and allow for a detailed understanding and clarification (Legard et al., 2003). The interview
questions had been structured to ensure that all topics/themes had been addressed, particularly
those addressing the research questions. Although questions were categorised, they gave the
interviewees space and freedom to speak their thoughts and opinions by clarifying most of their

answers or by giving examples (Rugg & Petre, 2007).

In this research, open-ended, semi-structured, in-depth interviews were used, and the questions
were centered on answering the four research questions of this study. The interview schedule and
participant consent forms were sent to the participants beforehand to ensure they had time to
read and think about the questions. It has to be noted that the interviews allowed the managers
to express their opinions and offer deep, relevant explanations to the questions, addressing the

four research questions of this study.

Specifically, the managers were asked about their perceptions of CSR and OJ as well as their
involvement in relation to their concept of ability, integrity and benevolence. Their responses
establish the relations between SSEs and FoT, which addresses the first research question. The

corresponding questions in the interview for this research question are the following:

2. How does it feel to be part of your organisation?
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3. How would you describe the relationship between you and employees in your
department? Elaborate.

4. Do you think employees in your department trust you? Elaborate.

5. Do employees talk to you about their personal issues? Why / why not?

6. When employees come to you with work-related issues, how do you support them?

7. Do you trust employees in your department? Why/why not?

The managers also provided their perspectives on SSEs and FoT in relation to employees’
organisational trust. Their responses address the second research question, which corresponds to
the following questions in the interview:

(1) Employee Involvement
2. How does it feel to be part of your organisation?
3. How would you describe the relationship between you and employees in your
department? Elaborate.
8. Do you have social interactions with employees outside the work environment? Why/why
not?
9. Do you consider employees in your department as friends? Why/why not?
10. Do employees in your department follow your instructions and advice? If not, what are
the consequences? Elaborate.
14. Do you give rewards in your organisation? What are they?
15. Do you nhominate employees from your department for these rewards? Why / why not?
17. Does management take into consideration employees’ well-being when strategically
planning future company goals? Elaborate.

(2) Organisational Justice, and
6. When employees come to you with work-related issues, how do you support them?
11. What does organisational justice mean to you?
12. How will you describe fair treatment when dealing with employees of your department?
13. Are you fairly treated in your organisation? Elaborate.

14. Do you give rewards in your organisation? What are they?
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15. Do you nhominate employees from your department for these rewards? Why / why not?
16. What do you think of the rules and regulations of the organisation? Do you think they

are employee friendly? Elaborate.

(3) CSR.
2. How does it feel to be part of your organisation?
18. Does management take into consideration CSR when strategically planning future
company goals? Elaborate.
19. Does your organisation have a clear set of organisational values/principles to guide

employees’ and management’s decisions? Elaborate.

The managers were also asked about their points of view on gossip and how gossip affects
employees and the organisations. Their responses can establish the existence of TPG in the BOC
and how it influences organisational trust, addressing research question three. To ascertain the
influence of third-party gossip on employee trust, the themes were derived from the following
questions:
20. What do you feel about positive and negative gossip? Are they detrimental or beneficial
to the work environment? Elaborate.
21. From your experience, how does gossip affect the social and work behaviour of
employees? Elaborate.

22. As a manager, do you care about gossip within the department? Elaborate.

For the fourth research question, i.e. determining employees’ OCB through their trust in the
organisation, the managers responded to questions providing insights on the employees’ OCB.
The OCB themes were derived from all the questions. It has to be noted as well that the entire

questionnaire is found in Appendix A.

Bearing in mind the advantages of the managers’ interviews to the overall findings of this study,
the research has to recognise the possibility of managers’ personal bias in their responses.
Managers are considered figureheads of the departments in the BOC and if they have been

satisfied with their role, there might be feelings of pride in their work and towards the company
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hence their responses could be all potentially positive. Conversely, if the managers are dissatisfied,
their personal bias might also be reflected through criticisms and complaints. Either way, it is still
valuable to consider their perspectives to have insights into the social working relations at the

BOC. More importantly, a balance can be created with data triangulation.

3.9.1.1 Procedure

Initially, all the managers were invited to participate through email and only 17 managers, who
were available, gave their consent to be interviewed. Notably, participation was entirely voluntary
depending on each manager’s availability. It has to be noted as well that the level of effectiveness
and accomplishments that semi-structured interviews can offer depends on the preparation of the
list of questions to be posed during the session. Thus, the questions had been translated into
Arabic while participants chose whether to answer in Arabic or English. This made it easier for
participants to elaborate on their answers in whatever language they felt most comfortable with.
Their answers were then translated into English for analysis. All the interviews were voice-
recorded to ensure they had been clearly understood and for the meaning to be analysed
accurately. Recording the interviews would also allow hesitations and the wording used by the
interviewees to be examined (Legard et al., 2003). Their answers were recorded, provided that

permission was granted, otherwise notes were taken with their consent.

The semi-structured interview questions had been designed so that they further complemented
the questionnaire as they would help measure perceived organisational trust in different formats,
i.e. employees’ perceptions of the organisation from a manager’s perspective. Bearing in mind the
convergent parallel analysis to be done, the questions had been carefully constructed to match
the main sections of the employees’ questionnaire with each section of the questionnaire being
covered in the semi-structured interview. Moreover, multiple factors had been considered in
designing the interview questions; the questions were kept simple, jargon was avoided and the
questions were interpretive. Additional probing was undertaken to yield more information after
asking the questions to elicit complete information: e.g., Can you be more specific? Can you give
any examples? The responses generated from the interviews would further be used to assess any

misalignments between managers and employees.
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A total of 22 questions had been drafted within the interview schedule to gain maximum responses

from the managers. The duration of each interview session was between 20-25 minutes.

3.9.1.2 Pilot Study: Semi-structured Interview

To enhance the interview schedule's effectiveness, this research carried out a pilot study by
conducting three face-to-face interviews with managers from the Bahrain Olympic Committee
(BOC): two males and one female; one male chose to be interviewed in English and the other two
preferred Arabic. The duration of the interviews ranged from 17 to 35 minutes. The pilot study
helped this research reassess the translated Arabic version of the interview schedule. Since one
manager asked for two questions (17 and 19) to be rephrased, simple modifications were made
to the wording of the questions to make the process more precise.

3.9.2 Document Analysis

Qualitative secondary sources exist in the form of certain official documents (Johnston, 2017),
and their content, even though written for a different purpose, can hold deep meaning within
their words and interpretations which can offer new concepts. Examples of these secondary
sources include public documents, media coverage, government papers, minutes of meetings and
formal or informal letters. Reviewing such documents can be vital to find more details regarding
a particular phenomenon. The process of reviewing these documents is called document analysis.
Document analysis refers to the process conducted in reviewing existing documents regardless of
the original purpose for its use.

This study considered the BOC's 5-year Annual Reports (2015-2018) and social media accounts
(Twitter and Instagram) as secondary qualitative data which were carefully examined to
investigate the third parties’ perceptions of the BOC as well as to measure their impact on
employees’ trust in the organisation (Westerman et al., 2014). The data obtained through these
platforms were combined with other data collected, such as the findings from the interviews, to

conduct an in-depth analysis using triangulation (Choy, 2014).
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3.9.3 Online Questionnaire Surveys

Designed in various ways, questionnaires are administered either online through surveys, or by
any other mode to generate relatively large amounts of data. They are considered to be more
efficient and time-saving than qualitative methods. Online questionnaire surveys or web-based
questionnaires are considered easy to administer and analyse; little time is required to organise
them before conducting the survey itself, and data can be tabulated using software (Wu et al,,
2015). The numerical data, which are obtained through a quantitative questionnaire, enable
reliability and validity to be assessed more easily than with data acquired using a qualitative
method (Sue & Ritter, 2012).

The quantitative data collection method being used here was a questionnaire survey conducted
among the employees at the BOC. To address the seven variables of the study (Figure 2.3), seven
different scales were adopted from prior research articles: Colquitt et al. (2014) for EI, Kim &
Leung (2007) for OJ, Sarfraz et al. (2018) for the perception of CSR, Mayer & Davis (1999) for
FoT, Akgeyik (2012) for TPG, Gillespie (2003) for trust and Moorman & Blakely (1992) for OCB.
The survey comprises multiple Likert-scale items anchored by a five-point scale, which ranges
from strongly disagree (1), disagree (2), neither agree nor disagree (3), agree (4) and strongly
agree (5). The questionnaire was divided into eight sections, with the first designed to obtain
descriptive information from participants, and the succeeding seven sections centering on the
seven important variables of this study, namely EI (Questions 1 to 13), perception of OJ
(Questions 14 to 24), perception of CSR (Questions 25 to 37), FoT (Questions 38 to 54), OTR
(Questions 55 to 64), TPG (Questions 65 to 90) and OCB (Questions 91 to 109). There was a total
of 109 questions. Each scale measured a respective variable, addressing a particular research
question and the previously mentioned theoretical assumptions. The scales were chosen based
on their proven validity, internal consistency and content validity, as explained in the respective

articles used for the purpose. The entire questionnaire is in Appendix C.

For the convenience of respondents (employees), the questions were translated into Arabic
through an adept native speaker. This was to make sure that participants completed the
questionnaire accurately by understanding the intent and measures used in it.
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The next succeeding sub-sections describe the procedure of the data collection method, the pilot
study conducted, the selection criteria for each scale, the instruments measuring descriptive

information, independent and dependent variables and OCB.

3.9.3.1 Procedure

To achieve a successful online questionnaire survey, critical factors need to be considered to
produce an adequate response rate, e.g. employing a user-friendly layout, avoiding multiple
responses (by registering the participants first), selecting the survey participants carefully and
properly addressing data management and ethical considerations (Regmi et al., 2016).

Hence, while keeping these aspects in mind and ensuring a good response rate in the online
forum, this research first imported all the questions, along with the consent form, onto the Google
form for establishing an online questionnaire. A Google form link to the online survey was then
sent to the BOC HR department which then sent the survey link via email to all departments and
related centres of the Committee. This study achieved an 84.21% response rate where 320
employees responded out of the 380 distributed questionnaires. Participation was voluntary and
employees from all departments and positions were invited to participate; this included staff from
the sales, marketing, creative, administration and management departments. The electronic
invitation would highlight the questionnaire survey’s link and the consent form would be attached
to the link prior to the questions. Hence, all those who registered their consent to participate were
directed to the webpage of survey questions. The estimated time for completing the survey was
15-20 minutes.

3.9.3.2 Pilot Study: Online Questionnaire

This study executed a pilot study primarily to test the feasibility of the questions and the topic
since this is the first in bringing all the three SSEs together in determining OTR. This study is also
the first to utilise all seven scales in one questionnaire. The main purpose of the pilot study was
to check the reliability and validity of each variable and to ensure that the translated Arabic version
of the questions was comprehensible as well as to get general feedback about the layout of the
questions. This study asked ten employees to answer the questionnaire. Next, a focus group was

conducted to consider their opinions of the translated version; six females and four males
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participated. All participants agreed that the questions were clear and that the research topic was
clear and new to the Kingdom of Bahrain. Moreover, they noted that the questions were clearly
understood and that the sections were laid out in an organised manner. All participants favoured
third-party gossip (TPG) being measured as this was considered an important aspect of trust.
They felt that the questionnaire had many questions but that they were easily answered and could
be finished within the given time limit.

The SPSS analysis of the pilot study survey was conducted to measure the reliability and validity
of the questions with the results first being imported from Google forms to Microsoft Excel. Then,
the Excel sheet was imported to SPSS version 19; labels were copied, codes were added and the
measures were fixed from nominal to ordinal. These preliminary steps had to be done beforehand

to assess reliability.

Assessing reliability was carried out first by reading all the statements (questions) carefully to
identify any that had a reversible scale. The reversible questions were 74, 75, 76, 77, 78, 80, 81,
and these were recoded to adjust the direction of the statements. Afterwards, this study
conducted the reliability statement test using Cronbach’s Alpha method. Cronbach’s Alpha
reliability results for the pilot study ranged from 0.646 (TPG) to 0.954 (OCB); these results are on
par or higher than the minimum threshold of the acceptable reliability coefficient of 0.7 when
rounded to one decimal place. No item was excluded in all the composite measures except for
third-party gossip, where only two questions (72 and 73) were excluded as they did not reach an
acceptable level of reliability. Specifically, the results measuring the independent variables include
a result of a=0.87 for EI, a=0.93 for OJ, and a=0.89 for CSR. Concerning the measurement of
mediating variables which are the FoT, the pilot study indicated Cronbach’s a=0.94 for all three
factors of trustworthiness. Regarding the measurement of the dependent variable, i.e. the OTR,
the pilot study showed a Cronbach’s Alpha of a= 0.86. Meanwhile, the measurement of the OCB
demonstrated a Cronbach’s Alpha of a= 0.96.

In summary, all of the composite variables of this pilot study were shown to be reliable. Thus,
this research could now proceed with the questionnaire bearing in mind the elimination of
questions 72 and 73. Moreover, this means that for further analysis and to assess the relationship

between all the studied variables, all of these questions could be combined into one variable called

117



the unobserved composite variable; this would allow the hypothesis testing to be carried out at a

later stage.

3.9.3.3 Selection Criteria for Each Scale

Three important selection criteria were considered to preface the questionnaire scale for the study.
Firstly, the adopted measures were assessed for their inclusion in published journal articles and
research studies. The items and scales were adopted based on their Cronbach’s Alpha scores,
scale analysis, content validity, factor analysis, internal consistency and reliability. Moreover, the
items for each variable have been examined in terms of how they address the research questions
and objectives in prior studies and how far they have proven useful for overall findings. Thirdly,
the adopted scales were examined for their correlation with the study's conceptual framework

and the overall research design.

3.9.4 Instruments Measuring Descriptive Information

The following variables were included to assess variations and similarities in order to assess the
descriptive information. In section one of the survey, participants' demographic characteristics
were as follows: (1) Gender (1 = Male, 2 = Female); (2) Age: (1=18-25; 2=26-36; 3=37-47;
4=48-60); (3) Service tenure (1=0-2 years; 2= 3-6; 3= 7-10; 4= More than 10 years).

3.9.5 Instruments Measuring the Independent Variables

3.9.5.1 Employee Involvement (EI)

In order to assess the EI variable (section two of the survey), items from the amalgamated
measures of social exchange relationships were adopted from Colquitt et al. (2014) in a content-
valid pattern adopted from separate scales. Specifically, Colquitt et al. (2014) utilised the following
social exchange relationship alphas from four different articles, namely: (1) Berneth et al. (2007)
with a=0.84; (2) McAllister (1995) Affection-based trust with a= 0.88 and Cognitive-based trust
with a= 0.90; (3) Shore et al. (2006) with a=0.85; and (4) Scandura & Graen (1984) with a=0.84.

The items had been tested for their content validation; this refers to the degree to which the items
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of a particular measure are reflective of their theoretical content domain hence, to address the EI
variable the amalgamated social exchange measure would be incorporated in this study due to its
valid empirical testing. For this study, the Cronbach’s Alpha result for EI is a =0.967.

3.9.5.2 Perception of Organisational Justice (OJ)

The social system element of perception of OJ, addressed in the third section of the survey, was
measured using the overall fairness scale used by Kim & Leung (2007). Confirmatory factor
analysis (CFA) for this measure confirmed its internal validity and the goodness of its index fit;
the scale was also assessed for its multi-group CFA to ascertain if it could be generalised
legitimately in terms of cross-cultural assessment (Kim & Leung, 2007). Cronbach's Alpha’s
reliability for the instrument was a= 0.92. The items were adopted from the scale and were
adjusted to complement the understanding of the participants’ perceptions towards the overall
fairness and the prevalence of justice in the organisation. A total of 12 items were used to address
different dimensions of justice prevailing in the organisation. This study’s Cronbach’s Alpha value
for OJ is a =0.970.

3.9.5.3 Perceptions of Corporate Social Responsibility (CSR)

The CSR scale, the fourth section of the survey, had been used in prior studies and had been
found to have a multi-dimensional nature that measures perceptions of organisational CSR in
terms of a range of dimensions, including ethical, legal, economic and discretionary aspects. A
multi-dimensional CSR scale had been adopted as employed by Sarfaraz et al. (2018) which
involved 12 items in addressing the CSR dimension. The same scale had been adopted in several
prior studies. El Akremi et al. (2018) employed the same CSR scale, conducted an assessment of
its content validity and found that each dimension of the CSR scale produced a Cronbach Alpha
value of more than 0.70 which was a reflection of the scale’s content validity. Moreover, the same
study assessed the CSR scale for its psychometric properties to assess its reliability and showed
that the scale possessed both strong psychometric properties and a suitable reliability coefficient
for applied research (ElI Akremi et al., 2018). For this study, the Cronbach’s Alpha result for CSR
is a =0.955.
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3.9.6 Instrument Measuring the Medliating Variable: Factors of Trustworthiness (FoT)

The goal of this research was to test how social system elements affect organisational trust (OTR)
and organisational citizenship behaviour (OCB) hence social system elements (X) = organisational
trust (Y).

This research would achieve this goal by bearing in mind the factors of trustworthiness (FoT) that
would affect employees' trust in the BOC (Hayes, 2017); ability, benevolence and integrity (M)
would be mediators which would affect the trust and OCB of employees (Y).

Thus, social elements (X) = organisational trust (Y) through perceived factors of trustworthiness

(M).

In order to measure the mediating variable (i.e., FoT) in the fifth section of the survey, the scale
of Mayer & Davis (1999) was selected. This included the dimensions of ability, benevolence,
integrity, propensity and trust (adopted by Rotter, 1967). A total of 17 items were used for this
variable. The scale was tested for its factor analysis by Mayer & Davis (1999) and acceptable
reliabilities were observed for each dimension of trust (i.e., Cronbach's a = 0.93 for ability, a
=0.95 for benevolence, a= 0.96 for integrity, a=0.71 for propensity and a = 0.82 for trust). Each
item’s inclusion was based on its correlation to the theoretical dimensions of the study. However,
only three FoT (ability, benevolence and integrity) were considered in this study. This study’s
Cronbach’s Alpha result for FoT is a =0.936 and with the following Cronbach’s Alpha values for
the three FoT ability is a =0.958; benevolence is a =0.917 and integrity is a =0.833.

3.9.7 Instruments Measuring the Moderating Variable: Third-Party Gossip (TPG)

A moderating variable occurs when a third variable is visible and this will have an effect on the
dependent variable (Sandeep & Rayees, 2017). A moderating variable is one that exists between

two variables and helps in forming an association between the other variables (Hayes, 2017).

In this research, TPG would be the moderator (W) since (X) would be affected by (W) to result in
(Y). In other words, TPG would affect the way trust was perceived in the BOC and would,
therefore, have a major effect on employees’ perceptions with regard to gaining and retaining

trust.
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The research instrument and scale used for TPG, covered in the sixth section of the survey, was
adopted from Akgeyik (2012). Akgeyik's study (2012) used a revised version of the gossip
questionnaire designed by Sharpsteen (1988). Using a five-point Likert scale, this research
adopted 26 items to address the third-party gossip variable which was a moderating variable in
this study. The internal consistency for this measure was high with a Cronbach's Alpha value equal
to a= 0.90 (Akgeyik, 2012). This study’s Cronbach’s Alpha result for TPG is a =0.933.

3.9.8 Instruments Measuring the Dependent Variable: Organisational Trust (OTR)

To address the dimension of OTR, i.e. employees’ overall trust in management, in the seventh
section of the survey, ten items were adopted from Gillespie (2003). The selection criteria for this
scale arose from the fact that this measure was presented at the Academy of Management where
it was praised for its effective measurement of a decision to trust (Dietz & Den Hartog, 2006). It
is also a statistically robust and valid instrument regarding Cronbach’s Alpha values, scale analyses
and factor analyses (Dietz & Den Hartog, 2006). A total of ten items was thus adopted to address
this variable which concerns employees' trust towards their immediate managers and between
employees and their immediate work peers (Gillespie, 2003). For this study, the Cronbach’s Alpha
value for OTR is a =0.874.

3.9.9 Instruments Measuring Organisational Citizenship Behaviour (OCB)

A total of 19 items were selected from the OCB scale by Moorman & Blakely (1992) to measure
OCB; this was covered in the survey’s eighth section. Based on the OCB dimensions of scale
devised by Graham (1989), this scale was modified to fit the study's requirements. The original
scale containing 49 items was augmented to address some political aspects of social citizenship
and items were modified accordingly. Moreover, the scale in Moorman & Blakely’s work (1992)
also contains items from Organ (1988) that addressed five different OCB dimensions. The scale
was assessed in terms of its factor analysis to assess its conformity for this study's theoretical
model. The 19 items chosen for the study were selected based on the appropriateness of their fit

with the hypothesised factors of OCB; they were found to have a fit a value of 0.91. Hence, the
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dimensions of interpersonal helping, an individual’s initiative, personal industry and loyal

boosterism were selected. For this study, the Cronbach’s Alpha result for OCB is a =0.961.

3.10 Data Analysis

For the purpose of corroboration and validation, this study aimed to triangulate the methods by
directly comparing the quantitative statistical results and the qualitative findings. In the research

process three datasets were obtained, analysed separately and then compared.

3.10.1 Triangulation

Triangulation refers to the combination of methodologies in studying the same phenomenon to
avoid personal bias in qualitative data (Saldana, 2015). Concurrent triangulation was carried out
between the interview data, information from annual reports and questionnaires. This added

depth and richness to the research inquiry.

The concurrent triangulation design allowed the confirmation, cross-validation and corroboration
of findings. In this study, the concept mapping validation technique was utilised through the use
of the Nvivo software, Gioia Methodology (2013) and thematic analysis. The Nvivo software made
it easier to find the themes, the Gioia Methodology (2013) shows the visualisation sequence of
the thoughts and the thematic analysis brings the themes together based on the thesis’s
conceptual framework. Conceptually, this added interpretive and theoretical validity to the findings
and approaches used for data collection.

After triangulating the findings, an extensive description of each analysed data was undertaken
and discussed separately which are discussed next.

3.10.2 Qualitative Analysis

To sustain the qualitative data’s value, it is crucial to use research tools that yield useful and

meaningful results (Morse, 2016). In consequence, among the approaches and tools available,
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thematic analysis was found to be an effective means of analysing qualitative data (Braun and
Clarke, 2006; Nowell et al., 2017; Fugard & Potts, 2015) which is also known for its wider
applicability in qualitative research. It is found to have connections with a wide range of
epistemologies in addressing research questions (Vaismoradi et al., 2016). Moreover, it allows the
research participants' different perspectives to be analysed by revealing the obvious similarities
and dissimilarities in the information disclosed (Nowell et al., 2017; Fugard & Potts, 2015). Bryman
&Bell (2015) also stated that this technique had been used to examine mass media items along
with annual reports and secondary documents, indicating its flexibility. Thematic analysis is also
transparent since all text is visible and categorised for clear use in each node and coded scheme
through the Nvivo software. Following the data coding, the findings from Nvivo were interpreted
using different themes and keywords (Kougiannou & O'Meara Wallis, 2020). Next, the thematic
analysis was carried out, specifically using the conventional method (Bryman & Bell, 2015). The
conventional method is based on extracting themes from the raw data. In this study’s case, the
extraction and generation of themes from the interviews and the annual reports based on this

study’s conceptual framework were done.

Specifically, for the managers’ interviews, this study first extracted the audio file into text files.
Yin (2018) stressed extracting the files from audio to text files by paying careful attention to the
interview as a whole process retaining the key communicative elements other than the voice. This
study tagged certain body language postures and facial expressions of managers in the text while
responding to certain questions (Yin, 2015). Additionally, data from the BOC’s 2015 — 2018 Annual
Reports were taken and encoded in tabular form based on years using Microsoft Word.

After the data extraction of the Annual Reports and the extraction from audio to text for the
interviews, this study transported the files into the QSR Nvivo v12 program, a type of
computerised analysis software. This software helps to categorise and dictate the themes (Bryman
& Bell, 2015) by searching through sections of data that are labelled under a node. A node is
further classified into common themes (axial codes) (Yin,2018). Terms and sentences had been

grouped into these nodes and further shaped into common themes (Ritchie et al., 2003).

Additionally, this study also used online survey questionnaires, i.e. the primary quantitative data,

as part of the triangulation analysis. A detailed discussion of this follows next.
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3.10.3 Quantitative Analysis

Stockemer et al. (2019) emphasized the need for a preliminary investigation to be carried out in
order to establish whether or not the findings and inferences can be relied upon; thus, this study
conducted preliminary investigations to prove the reliability of its findings and inferences.
According to Cleff (2019), the kurtosis and skewness test is the most effective statistical method
for determining whether or not data is normal. This test demonstrates that data is normal when
the statistical result falls within the range of 1 and +1. In this investigation, the researcher found
that the values plotted adhere to a bell-shaped distribution, which indicates that the data is normal
and is ideally suited for additional exploratory investigation. Because heteroscedasticity can have
a significant impact on the results of regression analysis, the proper measurement of this factor
is essential. Heteroscedasticity is characterised by the presence of independent variables with
values of standard deviation that differ from one another (Srivastava, 2020). Cryer & Chan (2008)
recommend the use of tolerance in conjunction with the variance inflation factor (VIF) in order to
quantitatively analyse heteroscedasticity. Both the VIF and tolerance numbers, which come up at
2.01 and 0.31 respectively, fall within the acceptable range (Cryer & Chan, 2008). In addition, the
findings of the study highlighted the fact that the standardised residual centrality value is very
close to zero, which indicates the absence of heteroscedasticity and the dependability of the

conclusions reached by linear regression analysis.

The results of the test for heteroscedasticity were generally consistent with a normal distribution,
which indicated that there was no need for concern regarding multi-collinearity and that the value
of the independent variable was not overstated. The autocorrelation test was the final one of the
preliminary studies that were performed since it examines the properties of the data to determine
the degree to which the same variables are consistent across time (Broersen, 2006). The Durbin-
Watson test was performed because King (2018) and Broersen (2006) suggested that the test's
score of 2.01 revealed that the study data did not show either positive or negative autocorrelation.
The researcher was able to proceed forward with an analysis that addressed the hypotheses for
the study based on the information provided by these preliminary findings.
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CMV is still a concern even when researchers use a cross-sectional time frame and only one data
source in their investigations. Richardson, Simmering, and Sturman (2009) defined the common
method variance (CMV) as the systematic error variance that is common to variables assessed
using the same source or procedure. This variance is known as the common method variance
(CMV). Podsakoff et al (2012) acceptance results are as follows: the variation that is drawn
attention to by a single component is only 29 percent. The researcher utilised a CLF test as part
of confirmatory factor analysis; the CLF includes latent factor indicators in its construct. Both using
and not using CLF for the CLF test resulted in the production of standardised regression estimates,
and it was discovered that both sets of estimates had p-values that were lower than 0.20. As a
direct consequence of these numbers, the researcher is absolutely certain that the data does not

contain any CMV.

Confirmatory factor analysis (CFA) is a method that is commonly used for determining the factor
structure that exists within an observed set of data (Brown, 2015). The fundamental objective of
CFA is to determine whether the proposed model has adequate statistical validity for the purpose
of further investigation or whether it should be altered (Brown, 2015; Harrington, 2009). Studies
have shown that CFA is a good method for determining construct validity, which in turn helps to
guarantee that the questions on the questionnaire are consistent with one another internally
(Brown, 2015; Harrington, 2009). In this examination, the researcher used several different
cutoffs for evaluating CFA, some of which were recommended by Byrne, such as the Root-Mean-
Square Error-of-Approximation (RMSEA) criterion for acceptance, the Goodness of Fit Index (GFI),
and the Comparative Fit Index (CFI) (2013).

The GFI is used to evaluate the hypothesised model and the discrepancy of the data in order to
evaluate the mode fit, while the CFI is used to evaluate the fit between the observed covariance
matrix and the hypothesised model. Both of these evaluations are performed in order to determine
whether or not the mode fit is acceptable. In addition, Brown (2015) offers the cutoff values that
can be utilised in order to assess the validity of the results, such as RMSEA 0.08, CFI > GFI > IFI
> BBNNFI > 0.90, and 2/df 3.0. In addition, composite reliability, abbreviated as CR, was
computed in order to assess the level of internal consistency, as recommended by Byrne (2013).
The approach known as average variance extracted (AVE) was utilised in order to guarantee that

the scales were correctly positioned with regard to their level of reliability. Byrne (2013)
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determined that an acceptable level of AVE must be greater than 0.5 and that CR must be greater
than 0.6. From the mean and the standard deviation, one may derive the coefficient of variation,
which is the most important measurement of the variance (Cain et al., 2017).

According to the findings of Cain et al. (2017), the only important thing is the amount of actual
variation that is present in the data; it does not matter if the standard deviation is high or low. In
the social sciences, one of the most common types of statistics that is employed is called the
mean. The mean can be described as the average of a set of numbers. To determine this amount,
first, add up all of the interest scores, and then divide that sum by the total number of interest
scores (Rovai et al., 2013). When discussing data in terms of statistics, "the mean" refers to the
value that is located in the middle of a set of values. Finding the value that corresponds to the
average of a group of numbers is made possible when the mean is used (Rovai et al., 2013). The
mean of a set is particularly valuable as well due to the fact that it compiles information from each
individual observation (Rovai et al., 2013). The standard deviation is a statistical measure that
sees widespread application throughout the fields of psychology, computing, and social science
(Leech et al., 2014). The standard deviation is the measure of variability that is utilised in
parametric data the majority of the time; it is a statistical indicator that depicts the typical spread
of a group of scores with respect to the mean (Leech et al., 2014). According to Hair's theory, if
you know the average value of a group of data, you can calculate the standard deviation and the
coefficient of variation (Leech et al., 2014). In addition, Hair (2010) notes that a big figure for the
standard deviation (that is, a number that is more than 1) implies a substantial deal of uncertainty
in the data and that this uncertainty might range from very little to a great deal. According to Hair
(2010), there is no such thing as a "good" or "poor" standard deviation because the technique
only displays how much variance there is in the data. Therefore, there can be no such thing as a

"good" or "bad" standard deviation.

The purpose of linear regression analysis is to determine how well one variable can be predicted
based on the value of another one (Franzese & Kam, 2009). The variable whose value you are
attempting to forecast is referred to as the "dependent variable" when referred to in this context.
When generating a forecast, the variable that you are not seeking to control is referred to as an
"independent variable," and the word "independent variable" is used to characterise that variable.

It is a technique for predicting the value of a dependent variable based on the values of a set of
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independent variables by employing the coefficients of a linear equation as a set of estimates. A
method known as linear regression can be used to locate the surface or straight line that most
adequately explains the disparity between the data that was predicted and the data that was
actually collected (Franzese & Kam, 2009). Calculators for simple linear regression use a method
known as "least squares" to identify the line that provides the best fit for a specific collection of
paired data. The researcher is then in a position to form an informed opinion regarding the value
of X (the variable that is being investigated), which is reliant on the value of I (the variable that
is being investigated independently) (Mitchell, 2012). The use of linear regression allowed us to
investigate the degree of correlation that existed between the various independent factors and
the dependent variable. Researchers can learn about the influence of a number of independent
variables on a single dependent variable by employing a technique called regression analysis
(Mitchell, 2012). It is common to practice making predictions about the value of one variable
based on the value of another variable using this strategy (Franzese & Kam, 2009). The predictor
is sometimes referred to as the independent variable, whereas the variable that is the subject of
the prediction is referred to as the dependent variable. The null hypothesis, which states that
there is no link between the independent and dependent variables, and the alternative hypothesis,
which states that an independent variable does have an influence on the dependent variable, can
both be tested with linear regression (Mitchell, 2012).

For this purpose, the multivariate analysis of variance (MANOVA) is used when there is more than
one dependent variable, and the multivariate analysis of covariances is used when there are scale-
independent variables as well as numerous dependent variables in the study. Both of these
analyses are part of the multivariate statistical package (MANCOVA). On the other hand, the
purpose of this research was to investigate the relationship between factors of trustworthiness
(ability, benevolence, and integrity) and aspects of the social system elements (employee
involvement, perceptions of organisational justice and perceptions of CSR), and the MANCOVA

test was utilised in order to accomplish this goal.

Linear regression is referred to as "simple" when there is just one explanatory variable, and as
"many" when there are multiple explanatory variables (Franzese & Kam, 2009). Because of linear
regression analysis, it is possible to make forecasts regarding the future value of the dependent

variable by using the previous values of other variables (Mitchell, 2012). The term "dependent
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variable" refers to the variable that will determine how accurate your prediction will be. The
variable about which you are forming a hypothesis is referred to as the "independent variable"
when it is discussed using this terminology (Mitchell, 2012). The researcher was able to
extrapolate output values for inputs that aren't included in the data set that was gathered by
making use of a line that matches the current data points on the plot in the best possible way.
This is done with the expectation that these extrapolated outputs will fall on the line (Franzese &
Kam, 2009; Mitchell, 2012). For the most part, researchers in the fields of information systems
and social science will evaluate the findings of linear regression using the following four metrics:
unstandardized beta, p-value (also known as confidence on results), T-value, and standard error
(S.E.) (Franzese & Kam, 2009; Mitchell, 2012). The first sign, which is denoted by the letter "B,"
is the unstandardized beta coefficient, and it indicates the gradient of the line that joins the
independent and dependent variables (Thrane, 2019). As an example, if the value of the
independent variable is increased by one unit, the value of the dependent variable increases by
1.57 units. Each p-value is a representation of the probability of rejecting the null hypothesis,
which states that the coefficient equals 0. (no impact). When the p-value is low, it is possible to
exclude the null hypothesis from consideration without a doubt (less than 0.05). It has been
demonstrated that [and] (Thrane, 2019). When performing an analysis of values using a standard
error of regression, approximately 95% of the observed data should fall within two standard errors
of regression of the regression line in order for the analysis to be considered successful. When
taking into account the inherent randomness of the sample data, the t-value is the statistic of
choice for determining whether or not a difference can be considered statistically significant
(Thrane, 2019). The calculated difference, which is denoted by the letter T, represents the
calculation's standard error. If T is greater than zero, this indicates that there is sufficient evidence
to reject the null hypothesis (Thrane, 2019). Researchers frequently turn to linear regression when
attempting to establish the precise nature of the relationship that exists between independent
and dependent variables. A regression model was used to examine the social system elements
(employee participation, workers' views on workplace fairness, and workers' opinions on CSR) to
determine whether or not they had an effect on the level of trust within the organisation.

Having carried out the statistical analyses that addressed the key research objectives and

hypotheses, the researcher ultimately sought to model the research’s conceptual framework, as
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illustrated in Chapter 2. This showed all the key relationships and hypotheses that the study
sought to establish. In order to model the research, according to Tabachnick and Fidell (2007),
as well as Gravetter and Forzano (2018), the ideal statistical analysis is Structural Equation
Modelling (SEM). As a result, structural equation modelling (SEM) was chosen to be the primary
modelling strategy for this investigation because it offered the most appropriate treatment of
latent variable interactions as well as multilevel regression analysis, both of which were
determined by the conceptual framework. In order to validate the reliability of the SEM, a number
of goodness-of-fit tests were carried out. Absolute fit indices, relative fit indices, and parsimonious
fit indices are the three primary categories that make up model fitness evaluations (Hair et al.,
2018).

It was the third specialised application that could be found in IBM SPSS, and it was called PROCESS
Macro for SPSS. This application was used to evaluate the moderating and mediating factors. The
conceptual framework wasn't a linear process model; rather, it incorporated FoT and TPG as
intermediate steps toward the end objective of OCB. This is the primary reason why this
instrument has been used. According to Hayes & Preacher (2013), the Hayes Macro is the most
powerful tool that can supplement SEM. Despite the fact that structural equation modelling (SEM)
can be used to test for mediation and moderation given by Hayes & Preacher (2013) and Hayes
(2017). In this particular study, the concept of moderation was investigated using the Sobel test,
as well as mediation using the same methodology.

In order to model the research, according to Tabachnick and Fidell (2007), as well as Gravetter
and Forzano (2018), the ideal statistical analysis is Structural Equation Modelling (SEM). However,
in order to use SEM, the principal assumption that needs first to be tested is multivariate normality.

This was computed and the results are presented in Table 3.1.

Table 3.1: Multivariate Normality — Main Model

Variable min max  skew  cC.r. kurtosis c.r.
SSEXTPG 1.000 5.000 -.953 -6.962 .103 .376
OTR 2.077 4.500 -1.082 -7.905 1.639 5.984
ABL 1.000 5.000 -1.149 -8.388 1.703 6.217
BEN 1.000 5.000 -1.096 -8.001 1.448 5.286
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Variable min max  skew  cC.r. kurtosis c.r.
INT 1.000 5.000 -1.181 -8.626  2.225 8.126
CIv 1.000 5.000 -1.134 -8.280 2.281 8.328
CON 1.000 5.000 -1.033 -7.543 1.986 7.250
SPO 1.000 5.000 -.891 -6.510 1.059 3.867
Cou 1.333 5.000 -1.012 -7.393 1.526 5.574
ALT 1.500 5.000 -.903 -6.596 .851 3.109
CSR 1.000 5.000 -1.348 -9.842 2.201 8.038
0J 1.000 5.000 .019 141 .074 .270
EI 1.000 5.000 -1.498 -10.941 2.280 8.326
Multivariate 65.823 | 29.812

Finney and DiStefano (2008) noted that the optimal minimum multivariate kurtosis should be
greater than 7.0 if there is multivariate normality. On the other hand, the critical ratio ought to
be greater than 1.96. From the results above, the multivariate kurtosis was 65.823 and, because
this was a great deal higher than 7.0, and with the critical ratio of 29.812 was greater than the

cut-off point of 1.96, it follows that the multivariate normality assumption was confirmed.

The corresponding SEM test is presented in Figure 3.1 below.

130



Figure 3.1: Structural Equation Model

The respective path coefficients from the above model are presented in Table 3.2.

Table 3.2: SEM Path Coefficients

Estimate Standardised S.E. C.R. P Label
FoT <--- SSE 923 .867 .058 15.907 | .000
OTR <--- FoT .381 .383 .051 7.589 ..000
OCB <--- SSE .887 .862 .044 12.437 | .000
OCB <--- OTR .510 401 .093 5.486 | .000
OCB <--- TPG*SSE | .134 141 .033 2.853 .000

From the previous analysis, with respect to the relationship between SSE and FoT, the
unstandardised path coefficient was 0.923 (B = 0.867; CR = 15.907; p<0.05) and for the
relationship between FoT and OTR, the unstandardised path coefficient was 0.381 (B = 0.383;
CR = 7.589; p<0.05). These results show that the relationships were statistically significant.

On the other hand, for the relationship between SSE and OCB, the unstandardised path coefficient
was 0.887 (B = 0.862; CR = 12.437; p<0.05) while, for the relationship between OTR and OCB,
the unstandardised path coefficient was 0.510 (B = 0.401; CR = 5.486; p<0.05). In both
instances, the relationships were statistically significant. Furthermore, the indirect impact of TPG
on OCB was statistically significant with an unstandardised path coefficient of 0.134 (B = 0.141;
CR = 2.853; p<0.05).

In all the above instances, the critical ratio was greater than 1.96 (Tabachnick et al., 2007; Hair
et al., 2018), so it followed that the relationships were all significant. The statistical significance
was further validated by the p-values, all of which were less than 0.05. Thus, with the p-value
being less than 0.05, the null hypothesis was rejected and the researcher decided that there was
enough statistical evidence at alpha 0.05 to suggest that the linkages in the research model, as
illustrated in Figure 5.5, were all statistically significant. The corresponding r-square statistics are
presented in Table 3.3.
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Table 3.3: Squared Multiple Correlations

Estimate
FoT .751
OTR .504
OCB 272

The overall direct impact of the SSEs on FoT had an r-square of 0.751, showing that 75.1% of
the variation in FOT was explained by the SSEs. On the other hand, with respect to OTR, the direct
and indirect impact of the SSEs, as well as the FoT, explained 50.4% of the variation in OTR.
Lastly, the indirect and direct impact of FoT, SSEs and OTR on OCB had an r-square of 0.272
which implied that the total effect explained 27.2% of the variation on OCB.

With a view to validating SEM above, according to Schmitt (2011), several goodness-of-fit tests
ought to be carried out. There are three broad categories of model fitness tests: absolute fit
indices, relative fit indices and parsimonious fit indices (Hair et al., 2011). For the absolute fit
indices, the CMIN/DF is the most common where the chi-square test p-value should be greater
than 0.05 and the CMIN/DF ought to be less than 3.0. The results are presented in Table 3.4.

Table 3.4: Model Fit Summary — Absolute Fit Indices - CMIN/DF

Model NPAR CMIN DF P CMIN/DF
Default model 31 155.441 60 .000 | 2.591
Saturated model 91 .000 0

Independence model | 13 3362.065 78 .000 43.103

From the results above, the CMIN/DF statistic was established as 2.591<3.0 and, being less than

the 3.0 threshold, the researcher confirmed the absolute fitness to be valid. The relative fit indices

are presented in Table 3.5.

Table 3.5: Model Fit Summary — Relative Fit Indices

NFI RFI  IFI TLI
Model Deltal rhol Delta2 rho2 CFl
Default model 912 | 863 | .911 .883 | .910
Saturated model 1.000 1.000 1.000
Independence model | .000 .000 .000 .000 .000
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The Comparative Fit Index (CFI), Incremental Fit Index (IFI) and Normed Fit Index (NFI) are the
most common and should show results greater than 0.90. From the outcome, NFI = 0.912>0.90
and IFI = 0.911>0.90 and CFI=0.910>0.90. Because all three baseline comparisons were greater
than 0.90, the fitness of the model, relative to the baseline model, was thus valid. The model

parsimony was also tested and the results are shown in Table 3.6.

Table 3.6: Model Fit Summary - Parsimonious Fit Indices- Parsimony Measures

Model PRATIO PNFI PCFI
Default model .769 .688 | .700
Saturated model .000 .000 .000
Independence model | 1.000 .000 .000

With respect to the parsimonious fit indices, the most common are the Parsimony Normed Fit
Index (PNFI) and Parsimony Comparative Fit Index (PCFI); both should show results greater than
0.50 (Hair et al., 2018). In both instances, the parsimony statistic was greater than 0.50 (PNFI =
0.688>0.50; PCFI = 0.700>0.50) and thus, the model parsimony was confirmed as valid.

Lastly, the Root Mean Square Error of Approximation (RMSEA) was used, according to Schmitt

(2011), and the results are presented in Table 3.7.

Table 3.7: Model Fit Summary — RMSEA

Model RMSEA LO90 HI90 PCLOSE
Default model .062 .051 .077  .000
Independence model | .363 .353 374 .000

According to Steiger (2007) and Schmitt (2011), the maximum acceptable RMSEA statistic is 0.08.
In the above outcome, the RMSEA statistic was 0.062<0.08. Satisfying the RMSEA goodness-of-
fit at all levels meant that the structural model being tested was accurate and valid (Boomsma,
2000; Chin et al., 2008; Schreiber, 2008; Schmitt, 2011; Hair et al., 2018). Overall, from the
model validation, which was computed using the absolute fit indices, the relative fit indices, and
the parsimonious fit indices, the prescribed thresholds were all satisfied. Therefore, this confirmed
the overall structural equation results, with the result that the research’s conceptual model was

found to be accurate.
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3.11 Ethical Considerations

This study has considered all the four ethical principles that Bryman & Bell (2011) identified which
are (1) the principle that no harm falls on the research participant, (2) the principle of informed

consent, (3) the principle to right of privacy and (4) the principle of involving deception.

Specifically, the researcher has used the guidelines by the Research Ethics Committee to assess
the potentiality of harm on the participants. Throughout the entire research undertakings there
had been no possibility of physical harm on any participants. The research was conducted with
guaranteed confidentiality and anonymity. It has to be noted that the participation was completely
voluntary and provided the option to the participating managers to leave within four weeks of
their participation by sending the researcher an email to their Gmail account.

Regarding the principle of informed consent, all participants, prior to their participation in the
online questionnaire survey and interview, were provided with a consent form to be filled out.
This consent form was approved by the College Research Ethics Committee (CREC) at Nottingham

Business School, Nottingham Trent University.

Furthermore, there were no issues that arose concerning the invasion of privacy and deception.
The Bahrain Olympic Committee (BOC) has been given a clear brief about the concept of the
study together with its objectives and goals. Additionally, to further ensure confidentiality, all the
participants' responses were password protected on the researchers’ personal laptop and names
or titles of the participants were not asked during the recording of the interview. Only the
researcher has access to the administrator link on Google forms. Moreover, the BOC management
agreed that during discussion of the results and findings with them, the participants would remain
anonymous. More importantly, the findings will be used as explained in the consent and

participation forms in related articles published by the researcher and her supervisors.

Due to the inclusion of qualitative research in this study, the research recognises some limitations.
First, as discussed in section 3.9.1, the managers' responses to the interviews might contain
personal bias. However, the in-depth information gathered from the qualitative data provided
substantial understanding and insights into the social working relations at the BOC which would

not have been possible if the study only utilised the quantitative data. Second, the researcher also
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acknowledges the primary limitation of the researcher’s subjectivity in writing this thesis. The fact
that the researcher is a Bahraini who is conducting a study about a Bahraini organisation (the
BOC) there is a possibility of unintentional personal bias of the researcher that might have
influenced the writing of their thesis because of pride. With such acknowledgment, the researcher
has attempted to exclude all personal feelings, beliefs and inclinations when writing their thesis.

In order to mitigate such bias mentioned above, this study employed the use of data triangulation.
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Chapter 4 - Qualitative Data Presentation and Analysis
4.1 Introduction

This chapter presents the findings and analysis of primary and secondary qualitative data. This
chapter’s major focus is to gather a rich understanding relative to the managers’ perceptions of their
employees’ trust and the BOC’s regulations, policies and procedures. The primary data (managers’
interviews) is obtained through a semi-structured interview of the 17 managers from the BOC. For
this thesis, the managers’ perceptions help to understand the satisfaction of employees towards the
BOC. The wide range of managers’ experiences indicated well-informed and qualified informants
who provide necessary information regarding their perception of employees’ trust in the

organisation.

Relative to the process of obtaining the data, the researcher recorded the interviews with the full
consent of the interviewees and conducted a verbatim transcription of these recordings in line with
the prescriptions of Creswell (2014) and Yin (2018). Then the researcher cleaned the data following
the rechecking for data accuracy, which was then followed by data analysis. Thematic extraction
was used as the main data analysis technique and this was done using the hybrid summative
approach (Silverman, 2016). This entailed the use of both the conventional method, in which themes
were derived from the raw data in line with Charmaz (2014) as well as the directed method, which
employed pre-defined themes from the extant literature in line with Tisdell and Merriam (2015). This
procedure was applied to each research question resulting in open codes. Through the analysis of
the relationships between the extracted themes, axial codes were identified and defined in line with
the procedure prescribed by Silverman (2016) and Yin (2018). Lastly, selective coding was applied
to clean out contextually irrelevant themes (Cohen, Manion & Morricon, 2011; Tisdell and Merriam,
2015; Yin, 2018).

Notably, the interview questions focused on seeking and exploring managers’ perceptions regarding
the four research questions of this study, namely: (1) How do the three Social System Elements
(SSEs) relate to Factors of Trustworthiness (FoT)? (2) How do the three social system elements
(SSEs), together with the factors of trustworthiness (FoT), affect the perception of organisational

trust (OTR) within the organisation? (3) How does third-party gossip (TPG) affect organisational
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trust (OTR)? (4) How does employees’ trust in the organisation determine their overall Organisational
Citizenship Behaviour (OCB)?.

For the first research question, the data obtained from the interview helped to understand the
relationship between FoT and SSEs through the interview schedule using questions 2, 3, 4, 5, 6 and
7. For the second research question establishing SSEs’ impact on OTR, the interview questions
include the following: Questions 2, 3, 8, 9, 10, 14, 15, and 17 for EI, Questions 6, 11, 12, 13, 14,
15, and 16 for OJ, and Questions 2, 18, and 19 for CSR. For the third research question, Questions
20, 21, and 22 address the TPG issue in the BOC. However, for the fourth research question, OCB
themes were derived from all questions in the interview schedule. Each of the research questions is
addressed in the discussion below with an explanation of how the analysis was conducted relative

to the extrapolation of themes and sub-themes.

Also, this study looks into the secondary data, the BOC’s annual reports, covering the period 2015
to 2018, analysing the BOC’s procedures, regulations and policies concerning organisational trust
(OTR). The analysis of the BOC’s annual reports was expected to complement the findings from the
primary data, especially in understanding the existence of the three SSEs and their relationships with
other mediating and moderating factors to establish the existence of OTR in the BOC, which will aid

in addressing research questions 1, 2 and 4.

Each of the data sources was carefully explained in detail in the following section.

4.2 Managers’ Interview Analysis

In total 17 managers, seven female and ten male managers, were interviewed. Each has a different
number of years of experience which varies from 6 months to 15 years, with an average of 6 years.
The variation in the number of years of experience is considered an advantage because it indicates
that the managers would be knowledgeable regarding the activities within the BOC ensuring that
accurate information would be relayed by the key informants (Creswell, 2014). Also, the fact that
the managers had ample experience suggests that the findings would be anchored on informed and
trustworthy sources thereby strengthening the credibility of the findings (Fisher, 2010; Creswell,
2014; Yin, 2018).
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The interviews give an overall managerial perspective on how employees are treated within the BOC.
The interview discusses the viewpoints of managers regarding trust-building and procedures of the
BOC. This study looks into the responses of managers to understand their perspectives on their
relationship with employees. As mentioned in Chapter 3, it has to be noted that the managers’
responses to the interviews might contain potential bias in terms of their perception, and to mitigate
this bias a balance of the data is sought through the use of data triangulation.

The next section reviews the research trustworthiness, and what the researcher did to improve the
credibility of the findings.

4.3 Interview Trustworthiness

Qualitative studies are known to be subjective (Patton, 2015) presenting challenges concerning
the possible bias of findings. However, to ensure that trustworthiness was guaranteed, a cluster
analysis of sources by word similarity was carried out in NVivo 12 using Pearson’s similarity
coefficient as prescribed by Bernard, Wutich & Ryan (2017) as well as by O'Neill, Booth & Lamb
(2018). The resulting dendrogram is illustrated in Figure 2 below.
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Figure 2: Dendrogram — Cluster Analysis of Sources

From the above, three clusters were extracted: (1) Interviewees 1, 3, 4 and 17; (2) Interviewee
6; (3) has three sub-clusters — sub-cluster 1: Interviewees 2, 10, 12, 14, sub-cluster 2:
Interviewees 9, 13, 15, 16 and sub-cluster 3: Interviewees 5, 7, 8, 11. Each cluster had common
themes shared across several interviewees except for the second cluster. According to Bloomberg
& Volpe (2012) and Bazeley & Jackson (2013), the consideration of interviewee 6’s different
responses from the rest of the managers is an indication this thesis is open and more diverse to
perceptions attempting to minimise bias. Moreover, different perspectives enrich the collected

data and possibly raise interesting aspects for future research.

The following sections discuss FoT, SSEs, TPG, OCB and the emerging themes and sub-themes
discovered within each construct. These themes are subsequently related to the research questions

of the case study.

4.4 Employee perception of Social System Elements (SSEs) to Factors of
Trustworthiness (FoT)

This section addresses research question 1, focusing on factors of trustworthiness relative to their
relations to SSEs. It commences with the provision of the thematic analysis of Mayer et al.’s (1995)

three FoT (integrity, benevolence and ability), as illustrated in Table 4.1.

This study analysed the interviews by: (1) breaking down the concepts into first-order codes which
have been selected directly from the interviewees; and (2) categorising them into codes, 2™ order
and 1%t-order concepts, labeled as themes and sub-themes respectively that other scholars have
used to show a direct connection to Mayer et al.’s (1995) three FoT (Ozmen, 2018).

The categorisation of 15t-order concepts into 2"%-order concepts posed a challenge because of the
various scholars’ viewpoints on what code is parallel to Mayer et al.’s (1995) FoT. To solve the
issue, this study only picked and related the codes based on the number of agreeing scholars and

the most recent publication dates keeping up to date with current literature.
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Moreover, scholars within the field consider Mayer et al.’s (1995) FoT as factors used by
employees to measure their organisation’s trust. However, because the interview is based on
managerial perspectives, the study investigates the managers’ attitude towards their employee,
which leads to determining the managers’ trustworthy behaviour. Whitener et al. (1998) state
that understanding managerial behaviour is crucial as it projects how relationships are built by
developing employee perception of trust and reciprocity. Whitener et al. (1998) further stated that
it is essential to engage in the five dimensions of the employee perception of trust; however, it
does not posit to mean that it is necessary to consider it as a foundation for trust between
managers and employees. These five dimensions are behavioural consistency, behavioural
integrity, sharing and the delegation of control, communication (accuracy, explanations, and
openness) and demonstration of concern (Whitener et al.,1998). Therefore, to get a more precise
and fuller picture of trustworthiness, this study discusses below the relationship between Whitener
et al. (1998) five dimensions of trustworthy behaviour with Mayer et al.’s (1995) three FoT.
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Factors of Trustworthiness

1st Order Concepts

2"d Order
Concepts

Aggregate
Dimensions

Relationship is based on reciprocated transparency.
Managers do not gossip and speak freely to
employees.

Honest feedback from both managers and employees.
Honesty is earned by living up to managers’ word.
Honesty to commit to deliver, otherwise provide
justification.

Trust employees because it is the organisation’s
culture.

Open discussions and weekly meetings.

Openness and
Honesty

Employees are welcomed to discuss personal and
work matters.

Managers listen to their employees and give advice
about their issues.

Available to assist in any way

Definite support regardless of actions.

Working as a team helps achieve targets.
Managers stress teamwork in departments.
Teamwork builds credibility.

Working together brings employees together and
builds bonds.

Concern for
Employees

Always look for ways to support them
Always try to find a way to help them
Help the employee by all means

Supportiveness

Managed to calm them, take the fear away from
blaming and shaming, and reinforcing trust
if demotivated, I soothe them and then solve the issue

Thoughtfulness

(sv)
CRIET Y EIIET: |

Delivering work on time builds trust.

Employees’ sense of responsibility builds trust.
Managers are accountable for employees’ actions.
Instructions of managers are taken seriously.
Collective thinking of decision-making and solution-
finding.

Consistency/
Predictability

(Te)
Aybajur
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e No favouritism between employees.

e Stand by employees who have done right.

e Each employee gets what he/she deserves based on Fairness
their actions.

e Trust is gained by respecting relationships. Value

e Understanding each other Congruence
e Common goals to achieve.

e Strategic objectives, mission and vision are unified.

e Have based this relationship on honesty ad
transparency

e They are transparent, so do I.

e Try to be transparent as possible

Transparency

e They all have a sense of responsibility.

e I will apologise to the other if my employee was
wrong and ask him to do so. Responsibility

e A relationship that is guided by punctuality at work

e They take instructions seriously

e Working together toward the assigned targets

e One vision, mission and strategic objectives.

e Working as a team helps achieve targets.

e Managers stress teamwork in departments.

e Teamwork builds credibility.

e Working together brings employees together and
builds bonds.

Unity of Purpose

e Members trust each other because they believe in
each other’s specialisations. Competence
e Positive outcomes result in increased trust.

(1)
Apqy

Table 4.1: Factors of Trustworthiness- Presented Using Gioia et al.’s (2013) Methodology

Based on the number of references (number of times codes of the factor have been mentioned)
within the interview to the FoT in Table 4.1, it is evident that there are two majors FoTs:
benevolence (48) and integrity (32) with the third determinant being ability (17).
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4.4.1 Benevolence

The first major FOT was benevolence as it has 41 implied references (Table 4.1). According to the
original theorist Mayer et al. (1995), this referred to the extent to which the trustor (employees)
believed the trustee (manager), who was eager to demonstrate how much they cared about the
trustors and to assist them in doing well. The high level of care from the employer can encourage
the employees to increase their involvement in constructive behaviour and actions which are not
part of their job description and able to promote the OCB (Kondalkar, 2020) in the BOC. Thus,
this study focused on managers' perception concerning the level of affection and care they
provided to their employees which is really useful to increase their involvement in the BOC.
According to Table 4.1, two major sub-themes emerged: openness and honesty (McKnight &
Chervany, 2002; Dietz & Den Hartog, 2006; McEvily & Totoriello, 2011; Shockley-Zalabak et al.,
2000; Caldwell & Clapham, 2003; Ingenhoft & Sommer, 2010) and concern for employees
(Shockley-Zalabak et al., 2000). Each of these sub-themes has been proven by scholars to be an
indicator of benevolence (Ozmen, 2018). Also, out of Whitener et al.’s (1998) five managerial
behavioural dimensions, there are three related to benevolence, two of which are related to the
first sub-theme (openness and honesty) and the third is related to the second sub-theme (concern
for employees). Other sub-themes, such as supportiveness (Wu et al., 2012), and thoughtfulness
(DeConnick, 2010) were also identified to illustrate the extent of the managers’ perceptions of
their benevolence to their employees.

4.4.1.1 Openness and honesty

The first sub-theme, openness and honesty, is suggested by Caldwell & Clapham (2003) and
Shockley- Zalabak et al. (2000) as the open, honest and sincere level of communication
managers/organisations have with their employees when sharing information and the BOC
objectives. It states that managers should provide accurate information, explain decisions
thoroughly and be open to sharing thoughts and ideas freely with employees, who can increase
the involvement of employees in OCB. Whitener et al. (1998) explained the significance of being
open and honest by specifying communication as one of the managerial behavioural dimensions
of trust. Whitener et al. (1998) also highlighted the importance of sharing and delegation of

control as another dimension of their managerial behavioural dimension where managers are
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encouraged to involve employees in the decision-making process and let them voice out their
opinions. In this study, six managers suggested the existence of honesty in their relations with
the employees. Interviewee 1, for example, believed that trust was earned as a result of being
honest and living up to one’s word:

‘T have earned their trust by living up to my word and giving them

positive compliments whenever they deserved it.

In the same manner, another interviewee added that managers strive to live up to the
commitments made to their employees and employees do the same to their managers. For that

reason, managers indicated that trust was earned by upholding the highest standards of honesty.

‘Trust is the foundation of any relationship. We trust each other and
uphold the highest standards of integrity and honesty in all our
actions. When you commit, you deliver; otherwise, you provide
justification.” (I7)

Moreover, it emerged from the findings that trust was now considered as a culture in the
organisation by Interviewee 8 and believed that this was now being demonstrated daily by the
leader who was honest with his words:

‘Yes, I do trust the employees in my department because it is in
our culture. Our leader demonstrates this on a daily basis by being

intently focused on the team, encouraging honesty.’

‘Yes, employees trust me, and we do give ways for employees to

discuss and give opinions always.’
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This was further corroborated by Interviewee 5 who also noted that there was mutual trust as a
result of open meetings that they conducted in which employees were invited to discuss their

concerns freely.

‘Definitely yes. Trust is reciprocal between us. We conduct very
open weekly meetings to discuss all issues concerning us and help

each other.’

Overall, based on the previous comments, managers perceived that being open in an organisation

played a vital role in reinforcing employees' trust.

Another aspect of the sub-theme of openness and honesty is the BOC's belief in collective decision-
making. The BOC managers emphasised the idea of making decisions together and this was
pointed out by Interviewee 13 who mentioned that they would collectively find a solution that
satisfied all the parties. Thus, based on the managers’ perspective, the BOC management was

perceived to demonstrate benevolence towards their employees.

‘Then collectively, we do find a solution that satisfies us.’

The consultative nature of the effort to consider the affected parties was indicated by the comment
of Interviewee 14:

‘I then work with the person to solve the problem.’

The same spirit emerged from the citation of Interviewee 17, who said:
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‘...try to find a solution collectively with the employees of my
department before going back to the BOC asking for help. If the issue
is raised from the BOC, we then schedule a meeting and discuss

possible solutions together.’

Interviewee 6 mentioned facilitating the mutual engagement of the affected employees
concerning the need to attain a collective decision, further mentioning that confidentiality was

preserved.

'If the issue is genuine and requires other parties to be involved, I do

so. And confidentiality is maintained.’

4.4.1.2 Employees concern

Every organisation intends to know about employee concerns as it can develop a long-term
trustworthy relationship between employees and the organisation. As a result, employees can
show more trust and loyalty towards the organisation and show a higher level of courtesy and
consciousness are the predictors of OCB. The employees’ concern about fairness, working
conditions, policies, rules, regulations, support, and trustworthiness can build their perception that
can build a supportive environment for encouraging the employees’ activities for promoting OCB.

Therefore, it is important to understand employee’s concerns.
The same eagerness to support was expressed by the interviewee below who noted that:

‘T always try to find a way to help them, whether by finding a direct
solution immediately or scheduling an appointment after thinking about
their issue. But, I did not get the same support from my team

when I faced difficulties in finding the right solutions.’ (I110)
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The above-given quotation indicated that the manager would support their employees with
fairness as favouritism can create a negative perception of injustice that may discourage them to
involve in activities related to promoting OCB.

‘Sometimes there is more favouritism for some employees so
some managers may not completely abide by the rules and
regulations of the BOC.’ (I15)

Half of the managers who participated in the study suggested that they should support their
employees but not on the cost of favouritism that can build negative perception, with Interviewee
2 noting that the manager ‘had the employees’ back’. Interviewee 9 also emphasised that the
goal was to support the employees immediately whenever the need arose but even if an
immediate resolution was not feasible, the manager believed that he/she was ready to find an

opportune time to assist the employees.

Managers indicated that their thoughtfulness showed their concern, displaying their empathy and
sympathy; this, in turn, made the managers perceive that a sense of trust was built. One instance
was the response made by Interviewee 8 who mentioned that the employees were free to discuss
personal matters that might affect their work. The manager indicated that employees could open
up and he/she was willing to help them with their problems.

‘There have been several occasions when employees have come to
discuss personal and work-related matters. Most of the time, I
manage to calm them down, take the fear away of blaming and

shaming employees and thus reinforce trust.’

This suggested how careful the manager perceived themselves to be concerning the feelings of

his/her employees. Managers denoted that they tried their best to inspire confidence and security
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by being thoughtful and caring for their employees. This thoughtfulness was also raised by

Interviewee 16, who noted that:

‘If they feel demotivated, I soothe them and then solve the

issue by working parallel to the rules and regulations of the BOC.’

The comment above demonstrates the managers’ preparedness to understand the challenges
facing their employees and develop a solution that abides by the BOC procedures. Hence, based
on the managers’ perception this effort improved trust reciprocally manifested in the manager-

employee relationship.

4.4.1.3 Supportiveness

The managers concurred that trust was built upon the realisation that the other employees were

supportive of the managers’ endeavours.

Interviewee 1 noted that trust was a result of being available to assist regardless of the mistakes

that the employees may make.

‘T always look for ways to support them regardless of their mistakes

if any.’

The same eagerness to support was expressed by Interviewee 10 who noted that:

'l always try to find a way to help them, whether by finding a
direct solution immediately or scheduling an appointment after thinking
of their issue. Either way I am there for them and will definitely support

them in one way or another.’
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The last sentence which emphatically states that the manager would definitely support the
employees was a confirmation of the managers’ commitment to assist, and it was out of all this

effort that trust with the employees was built.

‘I do help the employee, by all means, I can and in my hand abiding
by the rules and regulations of the BOC'. (I15)

Almost all the managers who participated in the study confirmed that they were eager to support,
with Interviewee 2 noting that the manager had the employees’ back and Interviewee 9
emphasised that the goal was to support the employees immediately whenever the need arose,
but still, even if an immediate resolution was not feasible, the manager was ready to find an
opportune time to assist the employees. The managers’ willingness to help stems from their
perception that trust is created between managers and employees through their demonstration
of support.

4.4.1.4 Thoughtfulness

Another sub-theme is thoughtfulness, which is related to the managers portraying empathy and
sympathy towards other employees which in turn built a sense of trust. One instance is the
response by Interviewee 8 who mentioned that the employees are open to discussing personal
matters affecting their work, as well as helping the employees with their problems.

‘There have been several occasions where employees have come to
discuss personal and work-related matters. Most of the time I manage
to calm them down, take the fear away from blaming and shaming

employees and reinforce trust.’

The ability of the manager to inspire confidence and security through being thoughtful of the
employee challenges ultimately boosts the trust of the other employees towards her. This

thoughtfulness was also raised by Interviewee 16 who noted that:
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‘If they do feel demotivated, I soothe them and then solve the
issue by working parallel to the rules and regulations of the

committee.’

The foregoing statements demonstrate the managers’ preparedness to understand the challenges
of the employees and to come up with a solution, which in turn improved the trust levels between
them. It is also noteworthy to mention that trust is built as the management inspired confidence
by openly engaging with employees who approached them with problems to come up with a
collective decision.

4.4.2 Integrity

Integrity was the second major FoT regarding the determinants of trust at the BOC. As defined
by Mayer et al. (1995), integrity is a combination of set principles that both the BOC/managers
need to abide by in their relationship with their employees. Integrity sub-themes (2" order
concepts) were extracted from different scholars’ literature (Ozmen, 2018) which are consistency
(McKnight & Chervany, 2002; Dietz & Den Hartog, 2006; McEvily & Totoriello, 2011; Shockley-
Zalabak et al., 2000; Caldwell & Clapham, 2003; Ingenhoft & Sommer, 2010), fairness (Butler,
1991; Cladwell & Clapham, 2003) and value congruence (Sitkin &Roth, 1993).

4.4.2.1 Consistency

The first sub-theme is consistency, defined by Mishra (1996) and Igenhoff & Sommer (2010) as
promises the organisation or managers give to employees. It also refers to how reliable,
dependable and consistent their words and actions are towards their employees. This sub-theme
is supported by two of Whitener et al.’s (1998) managerial behavioural dimensions. The first is
the behavioural consistency dimension, stating that managers must be consistent in their actions
for employees to predict their managers’ behaviour. Predicting managers’ behaviour will allow
employees to understand their managers better. Consequently, it will provide the employees'
confidence to take risks in communicating with their managers and make necessary adjustments
based on their perceptions of the best method and time to communicate. Furthermore, predicting

the behaviour of managers increases the level of trust in the relationship (Graen & Uhl-Bien,
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1995). The second is behavioural integrity (Whitener et al., 1998) which states that telling the
truth and keeping promises are important attributions affecting employee trust-building. To
demonstrate behavioural integrity, managers indicated that they kept their promise to be
supportive to the employees to the extent of taking responsibility for their (employees’)

wrongdoings.

‘I will apologise to the others if my employee was wrong and will ask
him to do so. I will apologise on his behalf because this is the
team spirit and is how teams work, and he is in my department.

Hence, I take responsibility for his/her actions.” (I3)

Interviewee 5 emphasised that it was not only important for the managers to be responsible but
also for the employees to learn how to take responsibility. The interviewee further stated that he
wanted to see them taking responsibility for solving their problems.

'T like to see them take responsibility and solve their problems.’

Being consistent also means punctuality. This was noted by only one manager who cited that the

trust relationship was guided by punctuality at work and in co-operation.

‘'It's a relationship that is guided by punctuality in work and co-

operation.’ (I13)

In other words, the manager believed that trust could be established by being punctual and

delivering work on time.
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4.4.2.2 Fairness

The second sub-theme relating to integrity is fairness. Fairness is defined by Butler (1991) and
Cladwell & Clapham (2003) to be the extent employees can participate in fair processes of formal
and informal BOC practices. Interviewee 1 mentioned that there was no favouritism, while
Interviewee 6 stated that trust was built upon the perceptions of fairness in the workplace.
Interviewee 7 further added that justice would always prevail when conflicts happened within the

BOC and that it was out of this fairness that managers ensured trust.

‘We don’t have pre-conceived notions against anyone, and, in
case of conflict, justice will prevail after understanding the issues and
solutions from both parties involved, and we always stand with

people who have righteousness in their hearts and actions.’

The interviews also suggested that the role of fairness did not just apply in cases of conflict; it
was also applied in remuneration and rewards. In this regard, the 3" Interviewee stipulated that
the employees gained fair rewards based on their performance, citing:

'If T could simplify it, I would rather say that each employee gets
what he or she deserves. What they deserve depends on
subjectivity. However, we try to push it to objectivity through having

job descriptions and the BOC procedures.’

Managers made it clear that the BOC would give as much as employees would give back to the
organisation. Moreover, managers believed that the BOC has fair job descriptions and procedures
that allow fair treatment.
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4.4.2.3 Value Congruence

The third sub-theme of integrity is value congruence (Sitkin & Roth,1993) which is defined as the
extent to which employees are consistent with themselves and others and share the company's
values and objectives. Hence, it is essential to look at mutual respect. The managers expressed
respect for other employees and asserted that, in turn, trust was built. Interviewee 10 posited
that the trust relationship within the BOC was based on respect and mutual understanding and
Interviewee 16 further added that the existing trust relationship came as a result of respect and
cooperation between both managers and employees.

‘The trust relationship between myself and employees is guided first

by respect.’ (12)

This was also suggested by two other interviewees who stated that:

‘We have a trust-based relationship and mutual respect.’ (14)

‘Our relationship is based on respect and understanding of each
other.” (19)

The comments stated above denoted the managers’ belief that trust was anchored in the mutual
respect between the employees and the managers.

Moreover, employees having a common goal and similar purpose to the organisation increase
their value congruence. Managers described that the BOC and its employees shared a common
goal which indicated a unified purpose. In other words, both the organisation and the employees
worked collectively to achieve one target. Interviewee 4 noted that the trust relationship was a
result of working together towards attaining assigned targets, noting:
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‘The relation is extremely good; we are working together toward

the assigned targets. I am one of them and part of the entire family.’

The same unity of purpose theme was mentioned by Interviewee 5 who stated:

‘We work as one team and have one common goal to achieve. We

have one vision, mission and strategic objectives.’

Interviewee 14 further stressed that the trust relationship resulted from the encouragement

among employees regarding work performance and achieving the set goals.

‘It is a professional relationship within the work environment to

encourage work performance and achieving goals.’

Besides the three major themes, there were two other sub-themes that were highlighted by the

interviews. They are the following:

4.4.2.4 Transparency

Transparency is another sub-theme identified under integrity, which refers to the principle of
being clear with employees concerning organisational matters. Colquitt et al. (2011) pointed out
that when employees are actively involved in the organisation, providing them with a clear
understanding of how the organisation operates, would win employees’ devotion and dedication.
In the context of this study, transparency has also been a predictor of trust in the relationship
between managers and employees at the BOC. This is affirmed by Interviewee 16, who stated

that trust was based on transparency.
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‘Yes, they do trust me because I have based this relationship on

honesty and transparency.’

The same understanding was echoed by Interview 5, where the participant reaffirmed that trust

was based on reciprocated transparency between employees.

‘Yes, I trust them because they trust in me and they do not feel afraid
to come forward and say no I disagree with you. We built this

professional fear-free culture. Hence, they are transparent so do 1.’

Interviewee 6, further supported the foregoing statements, adding that the participant refrained
from gossiping, but rather chose to be as transparent as possible, and for this reason, the

employees trusted the interviewee.

‘Yes, employees trust me. I make sure I don't gossip. I try to be as
transparent as possible, treat everyone equally, understand and

acknowledge individual differences and value their input.’

The same position was taken by other interviewees who affirmed that they were transparent and
that trust was based on honest feedback and engaging in open communication.

4.4.2.5 Responsibility

Responsibility is another sub-theme of integrity reinforcing trust between managers and
employees. Meier et al. (2016) emphasised that mutual responsibility refers to both parties
behaving in a trustworthy manner that results in a superior performance, which in turn leads to
trust because both parties would perceive each other’s actions as guided by principles, which
implies integrity. In this study, responsibility was highlighted by Interviewees 3, 5, and 10. As a
case in point is Interviewee 10 who stated:
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‘Yes, all my employees are trusted as they all have a sense of

responsibility.”

Interviewee 3 noted that in cases where there are problems, the manager takes responsibility for

the wrongdoings of their employees.

‘T will apologise to the other if my employee was wrong and ask
him to do so. I will apologise on his behalf because this is the team
spirit and how teams work, and he is under my department. Hence, I

take responsibility for their actions.’

Due to the management’s sense of responsibility, trust was earned in the process. However, it
should be noted that Interviewee 5 stated that it was imperative for the employees to also learn
to take responsibility and cited that he wanted to see them taking responsibility and solving their
problems, implying the teaching of taking responsibility on the part of the employees and avoiding

dependency.

Punctuality is perceived as a manifestation of responsibility. Being punctual at work demonstrates
one’s commitment to his job, which reflects the individual’s sense of responsibility. An employee
who is responsible is a person with integrity. This is a minor sub-theme as only one interviewee

echoed this trait. Interviewee 13 stated that:

'It's a relationship that is guided by punctuality at work and

cooperation.’
This sub-theme has the potential to be classified under honesty and responsibility but nonetheless

was classified as a separate sub-theme as punctuality was in its own right a determinant of

integrity. In other words, by being punctual and delivering work on time, trust was built.
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4.4.2.6 Unity of Purpose

Another concept of integrity is the perceived success of teamwork, which is classified under the
sub-theme unity of purpose. Unity of purpose refers to working together guided by similar
principles and/or sharing the same beliefs in achieving organisational goals. Prior studies
(Schaubroeck et al., 2011; Piryaei & Arshadi, 2012) emphasised the need for trustee-trustor
dynamics, and with recognition from the organisation, the trustee returns a high level of trust in
the organisation, which is essential in achieving organisational goals together. Consequently, with
a mutually shared belief in achieving organisational goals, trust is built. In the context of the
BOC, managers stated that they trusted employees because they worked as a team and that team
members' performance helped build trust. The interviewees’ statements indicate that having

common goals aids in building trust. A case in point is the statement of Interviewee 4, who cited:
The relationship is extremely good; we are working together
toward the assigned targets. I am one of them and part of the
entire family.

The same unity of purpose theme was brought out by Interviewee 5 who stated:

We work as one team and have one common goal to achieve. We have

one vision, mission and strategic objectives.

Interviewee 14 further stressed that the trust relationship was a result of the encouragement
among employees towards work performance and achieving the goals set.

It is also important to note that the role of teamwork, exemplifying unity of purpose, in building
ability-based trust was cited by half of the interviewees. A case in point was Interviewee 17 who
stated:
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‘Yes, they do trust me because we work as one team and we usually
stay every day together practising and doing what we love most.
So, we bond more often than being part of an office-related

relationship.”

The manager reinforced teamwork strengthened relationships because of the everyday practices
that made employees bond with their managers. Interviewee 4 further stressed the need for
managers to build trust, which would not be achieved without being part of a team.

‘Yes, they all trust me. As managers, we should build trust by building

credibility, and this will never happen without being part of the team.’

Therefore, managers believed that employees build work output credibility through teamwork,
leading to building ability-based trust.

In addition, half of the managers expressed their pride and satisfaction in being part of the BOC
hence the sense of belonging and care they felt for the BOC suggested emotional attachment,
indicating the level of trust they had towards the BOC, with Interviewee 1 stating that:

‘T am proud to be part of the BOC. I am an athlete, so the BOC is
the right place for me. An individual will always give his best in

something he likes and has a passion for.’

Managers were unanimous in being proud and happy to be part of the BOC, suggesting that trust
was built. This was noted by Interviewee 8:

‘Over the years, I have become professionally and emotionally
attached to the BOC. Emotional identity for the BOC is developed
through positive management communication, rewards for doing it

right, and building trust over time.’
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From the above, managers suggested that they had become emotionally attached to the BOC,
indicating the trust level. The same view was expressed by Interviewee 7 who also felt valued
and was happy to be part of the diverse and motivated team.

4.4.3 Ability

The third FoT is ability which, according to Baer & Colquitt (2018), can be referred to as the
capability to resolve competently any problem or task that arises as they are the group of skills
and competencies that employees have in a specific domain (Mayer et al., 1995). From the
analysis of the interviews, interviewees suggested that ability was another determinant of trust,
although the number of coding references was lower (7) for this determinant compared to
benevolence and integrity. The major sub-themes of this factor consist of two: competence
(McKnight & Chervany, 2002; Dietz & Den Hartog, 2006; McEvily & Totoriello, 2011; Shockley-
Zalabak et al., 2000; Caldwell & Clapham, 2003; Ingenhoft & Sommer, 2010) and unity of purpose
(Tlaiss & Elamin, 2015).

4.4.3.1 Competence

Competence, as defined by Shockley-Zalabak et al. (2000) and Caldwell & Clapham (2003), is the
level of specialised knowledge and ability an employee has to complete a task effectively that
benefits both the employee and the BOC hence achieving positive results is interpreted as being
competent. According to Interviewee 1:

‘There is a high level of trust. It comes from experiences and

positive work outcomes that they have developed their trust in me.’

In the earlier comments, managers suggested that bringing about positive results helped
strengthen managers' and employees' trust.
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Another competence factor is specialised knowledge which was better clarified by Interviewee 11

who said:

'I trust employees in my department because I believe each one of us
has his/her own specialised knowledge and is dedicated to

delivering the best from it.’

Interviewee 15, who mentioned that the employees trusted the manager with their personal
problems, indicated that employees approached managers because they looked for professional
advice. This action was based on the employees’ perception and trust that managers were

experienced in their fields and were domain-specific so that they could aid their employees:

‘Sometimes they do tell me about their personal issues if they are

looking for a solution...’

The statements above indicated that having specialised knowledge and previous experience were

regarded as factors that increased ability-based trust.

4.5 The Effect of Social System Elements (SSEs) on Organisational Trust (OTR)
through Factors of Trustworthiness (FoT)

This section focuses on answering the second research question, which is: How do the three social
system elements (SSEs), together with the factors of trustworthiness (FoT), affect employees’
perception of organisational trust (OTR) within the organisation? Based on the managers’
interviews, the following key themes stood out and are illustrated in Table 4.2 below. Table 4.2
presents the number of coding references that determined the importance of the three SSEs.

Accordingly, the perception of organisational justice (OJ) came first, with employee involvement
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(EI) second and the perception of corporate social responsibility (CSR) last. In other words, the
findings in Table 4.2 show that among the three SSEs, the perception of OJ is believed to
contribute more towards trust than the others.

Social System Elements
1st Order Concepts 2nd Order Aggregate
Concepts Dimensions
Monetary and non-monetary rewards are given for
recognition of employees’ academic, professional
and personal achievements.
Unequal financial distribution between departments Distributive
and sports associations. Justice g
Equal opportunities professionally and g
academically. Y
o
Rules and regulations are employee-friendly. S
. : . -
Rules and regulat|0n§ abide by thralnl Layv and Procedural =
those of the International Olympics Committee. Justice £
Regular amendments to the BOC procedures. .
Job description benchmarking. :
[=3
Professional development of employees. Interpersonal 54
Employees are respected within the BOC. Justice ~
Constructive feedback is given regularly. Informational
Openness in communication with employees. Justice
Providing allowances and reduced working hours m
for emp!oyees. . Motivation E
Supporting employees through academic 5
sponsorship. s
Continuous coaching and counselling to employees. e ('SD'
©
. ) ) <
Employees are part of the decision-making Collective ~ =}
processes. Engagement P
Management considers employees’ well-being and ?D
training. 2
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Time and experience spent working together
between employees and management affect trust
positively.

Social Cohesion

Social gatherings bring employees and managers
together.

Cultural Norms

Proud to be part of this committee
Emotional identity for the committee is developed
through positive management communication

Sense of
Belonging

CSR is always looked into to improve the image and
contribute to the community.

Positive Image

Anti-doping Awareness

Green Living

Promoting Healthy Lifestyles

Sporting Campaigns

Managers feel proud to be part of the BOC because
of its positive impact on the community.

Community
Impact

(¥€) uS) Jo uondadiad

4.5.1 Perception of Organisational Justice (OJ)

below.

4.5.1.1 Distributive Justice

development workshops.
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Table 4.2: Social System Elements — Presented Using Gioia et al.’s (2013) Methodology

Managers gave their opinions on four main dimensions of organisational justice (Algahtani, 2018).
These four extracted themes were distributive justice, procedural justice, informational justice and

interpersonal justice. These were further broken down into sub-themes that are discussed further

Distributive justice, the first perception of the O] theme, is concerned with how tangible and
intangible items (money, rewards and materials) are distributed among stakeholders. There are
three sub-themes identified under distributive justice: firstly, monetary or non-monetary rewards
distributed among individuals such as employees and managers (Jasso et al., 2016; Lamont,
2017); secondly, equal financial aid distributed among departments and sports associations; and

thirdly, equal opportunities for members of the BOC in terms of promotions and training and




4.5.1.1.1 Monetary and Non-Monetary Rewards

Distributive justice’s first sub-theme that emerged was monetary and non-monetary rewards as
shown in Table 4.2. The managers stressed that the BOC, following rules and regulations, provided
employees or managers with monetary and non-monetary rewards on various occasions. For
example, Interviewee 5 stated that numerous awards and rewards were provided by the BOC.
Also, the 2" and 4™ Interviewees emphasised that these rewards were given to employees to

recognise performance and achievement.

‘Rewards are given to recognise employees’ academic and
personal achievements as well as punctuality. Rewards can be

monetary or non-monetary.’ (12)

‘We do give non-monetary and monetary rewards. Such rewards
are Employee of the year’ in addition to ongoing small awards: i.e.,
coupons and small gifts. We have monthly meetings and give
recognition to outstanding work and achievements. As most of
our employees are within the sports industry and participate in most
sporting championships, it is great to recognise them for their

achievements in-house.’ (14)

‘Plenty of rewards and awards: formal in terms of long service
awards, monthly employee awards, quarterly team awards and an
innovation award. Informal awards include the beyond the call of duty
award, a positive working habits award, and an on the spot voucher

award for good and positive working habits.” (I5)
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As a result, managers suggested that the BOC’s recognition boosted their trust level. A case in
point was the third manager who expressed that his trust was based on the recognition of his

hard work by saying:

‘Yes, I am fairly treated because the management and employees
both approach me as a professional, and I receive recognition for
hard work.’ (I3)

Interviewee 12 also mentioned that they trusted the BOC’s reward system, citing that when an

employee worked hard, they would be rewarded and recognised accordingly:

‘We get treated based on our effort. When you give and work hard,

you are rewarded and recognised. It all depends on the employee.’

Managers expressed trust in the reward system and the management of rewards because it was
regulated and commensurate with the level of performance. Interviewee 15 established the

regulated reward scheme, stating:

‘Yes, there is a regulated scheme that we work with to give both

monetary and non-monetary rewards to employees.’

4.5.1.1.2 Unequal Financial Distribution

The second sub-theme of distributive justice considered unequal pay between sports associations
and departments within the BOC. Sports associations in the BOC differ in the number of members,
so their financial support depends on their size. One interviewee stated that they did not get the

same amount of financial support as other associations because of their small size.
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‘We tend not to get the same amount of financial aid from the

BOC because of our small number of members.” (I17)

Another manager pointed out the same issue concerning financial support and how it prevented

the department from reaching set targets.

‘However, in some cases, I have not been fairly treated because I
have not been given the opportunity nor the funding to work with

targets.’ (16)

4.5.1.1.3 Equal Opportunities

The third sub-theme of distributive justice concerns equal opportunities. Ten managers gave a
clear opinion about providing equal opportunities to each employee either professionally or

academically. Interviewee 1 stated, for example:

‘Justice needs to come from each manager. A manager must be

equitable to all employees and should not favour one over another.’

Interviewee 17 made a point by stating that training, whether national or international, had to be

equally distributed among employees.

‘I try to give all employees equal opportunities when nominating

them for training purposes in and out of Bahrain.’

Moreover, the same manager summed up his opinion of OJ by bringing it together with distributive

justice.
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‘Organisational justice means to be given the same amount of
finance and material; it also means to get equal opportunities

in everything such as media coverage and organisational attention.’

4.5.1.2 Procedural Justice

Procedural justice was the second most important theme that emerged within the perception of
OJ (see Table 4.2). Procedural justice highlights how things work within the BOC and look at
actual processes concerning how disputes and legal proceedings are dealt with and how resources
are allocated (Wolfe et al., 2018). Managers discussed procedural justice by addressing their
commitment to abiding by, firstly, the rules and regulations of the BOC; secondly, how rules and
regulations are based on two main governmental bodies, i.e., Bahraini Law and those of the
Olympics Federation; thirdly, the job descriptions of each employee and, finally, the continuous
amendments made by the BOC management to job descriptions, and procedures and operations.

4.5.1.2.1 Employee-Friendly Rules and Regulations

The managers indicated the existence of employee-friendly rules and regulations, and this was

stated by eight managers. Interviewee 13, for example, stated:

‘Yes, they are employee-friendly, and they do give room for

innovation and the creativity of employees.’

Moreover, Interviewee 2 mentioned that rules and regulations were employee-friendly and
considered personal matters, such as mothers with maternity and nursing hours. The manager

noted:

‘The rules and regulations of the BOC are employee-friendly.

The rules and regulations keep in mind also working mothers as they

166



do give time-off for maternity leave and hours for breast-feeding for

nursing mothers.’

In addition, Interviewee 15 trusted the BOC because employees were treated fairly based on its

rules and regulations.

‘Employees will be treated based on their benefits and the rules and
regulations that their job gives them. Yes, I am fairly treated based

on the rules and regulations of the BOC.’

Interviewee 6 further noted that there were equality and justice in the system due to the BOC
working within the confines of the rules and regulations. This was further supported by another

manager stating:

‘Equality and justice lie within all matters of the BOC as we are treated

in accordance with the rules and regulations.’ (116)

Interviewee 13 added that the BOC had fair rules and regulations and took into consideration
the welfare of all employees:

‘Rules and regulations in the BOC are fair and bear in mind all

employees.’

Interviewee 9 further added that these rules and regulations were trusted because they
made sure that the employees’ rights had been protected:
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‘Yes. They make sure employee rights are protected and that
they have a certain manual to go back to if they think they are not

being treated fairly.’

4.5.1.2.2 Abiding Rules and Regulations of Bahrain and I10C

Moreover, managers trust that the BOC’s rules and regulations were fair to the employees
because they had been drafted to abide by the laws and regulations of two governmental
bodies, i.e. Bahraini law and the rules of the International Olympics Committee. Managers

therefore believed that justice was maintained among their employees.

‘The rules and regulations of the BOC are very detailed and
employee-friendly. They consist of two regulations combined: those
of the Olympics and Bahraini law, along with input from our board of

directors.” (I1)

4.5.1.2.3 Regular Amendments

The managers also believed that another source of trust was the regular amendments of

these rules and regulations with the 15t Interviewee citing:

‘Rules and regulations are amended constantly to match the

changing needs of today’s life.’

Interviewee 15 added that some of the rules and regulations were based on employee-given
suggestions. In this respect, managers indicated employees’ active involvement increased the

trust level.

‘We do tend to monitor and review some of the rules and

regulations based on employee-given suggestions. We always
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look forward to enhancing our rules and regulations to become one of

the best companies in Bahrain.’

Interviewee 5 stressed the opinions of both Interviewees 1 and 15 by stating:

‘Most of the rules and regulations, especially the HR-related ones, are
legislatively driven. They need revisiting from time to time to remain

current and reflect on new developments in the HR area.’

4.5.1.2.4 Job Description Benchmarking

The other source of trust extracted from procedural justice was the consistent references to job
descriptions. The managers mentioned that they trusted the BOC to have a fair system of
evaluation of employee performance as this was carried out via constant reference to job
descriptions. This perspective suggests that a fair and balanced review of performance were
allowed as cited by Interviewee 16:

‘Justice means to be fair in distributing the work between employees.

And this is decided using job descriptions.’

Interviewee 2 further stressed that they adhered carefully to the job description:

‘Also, in the BOC we adhere to the job description very carefully.
Thus, employees need to be treated fairly in accordance with their job
description and the procedures of the BOC. Fair treatment depends on
their work and efforts. I look at the work and outcomes for each
employee to see if they match their job description and the
annual goals we set together each year so, fair treatment is related

to their job description. They are treated fairly based on what
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is written within the job description and what they produce as an

outcome.’

According to the managers’ opinion, benchmarking progress against the job descriptions, as
argued earlier, ensured a fair evaluation of performance and a fair reward system which, in turn,
built trust among employees concerning the perception of organisational justice system. Further,
the managers’ perception indicated the findings that the evaluation of performance relative to the
job description was done using a monitoring panel which made the process more transparent

further boosting trust, as cited by:

‘Moreover, HR has for each employee a job description thus he/she is
treated based upon it. Some employees can get more benefits than
others based on their job description and their level in the BOC.
However, all treatments/benefits go through a careful monitoring panel

appointed by the board of members.’ (I1)

‘Also, job descriptions and procedures show how we can treat
employees fairly because some can have more benefits than others
depending on their levels and rank within the BOC. But, to make it
clear, it goes through a monitoring panel and is approved by the BOC

consultants and board members.’ (I3)

Hence, the managers indicated that proper mechanisms had been put in place within the BOC,
and the human resource departments ensured employees' fair treatment. From the managers’
point of view these, therefore, indicated the facilitated growth in trust on the part of employees

towards both the system as a whole and towards the managers who evaluated their performance.
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4.5.1.3 Interpersonal Justice

The third theme of the perception of O] concerned interpersonal justice. Interpersonal justice
relates to the treatment of employees in the BOC, specifically how managers treat their employees
fairly such as by showing respect to their employees either by helping them attend conferences
to aid their professional development or by being open in their relationships with their employees
(Zapata et al., 2016; Lim & Loosemore, 2017).

4.5.1.3.1 Professional Development of Employees

Accordingly, the BOC managers stated that they demonstrated interpersonal justice in their
relationships with their employees by promoting employees’ professional development.

Interviewee 14 was one of the contributors to this theme and said:

‘Yes, the treatment is fair because they do trust me to do my work

and attend conferences and head campaigns.’

Interviewee 8 further stressed that the BOC did treat the managers fairly and facilitated the

growth of opportunities for the BOC managers:

‘Most of the time the BOC does treat me fairly by allowing me to
expand into other opportunities within the BOC. Over the past

six years I have worked on managing three key roles in the BOC.’

The issue of interpersonal justice was also brought out by Interviewee 7 who mentioned that the
organisation’s policy was clear regarding the need to provide employees with opportunities to
learn, grow and develop. The manager further explained that this, in turn, was perceived to be

fair, increasing his/her trust in the organisation; it could also lead to promotion:
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‘Our policy is clear — whoever does the best will lead the rest. We
believe in Learn & Grow and develop more A-class players by
providing them with opportunities to learn, grow and develop as

to be fair.’

4.5.1.3.2 Respect for Employees

Moreover, as discussed above, respect was a particularly important part of being treated fairly
with managers stressing how respectful they were towards the employees and how the

management was respectful towards them.

'Giving respect to each one of them.’ (111)

‘I am treated in a respectful manner.’ (110)

4.5.1.4 Informational Justice

The last theme within perception of OJ is informational justice. This dimension takes into
consideration how information is communicated within the organisation including managers’
methods of transmitting negative or positive news to their employees (Zhang et al., 2017;
Edwards, 2019) as well as the level of politeness in giving feedback and the adequate sharing of

information.

4.5.1.4.1 Regular Constructive Feedback

Constructive feedback exists in the BOC. A good example is the statement of Interviewee 7 who

shared that constructive feedback was regularly given by the management.
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‘T am fairly treated and receive regular constructive feedback from

management.’

4.5.1.4.2 Openness in Communication

Moreover, managerial perspectives indicated that openness in communication within the BOC
highlighted interpersonal justice with Interviewee 10 stressing that future plans were always

communicated:

‘Yes, I am always fairly treated in the BOC as I always know what is

going on and what are the future plans.’

Adding to openness in communication, Interviewee 1 said that all employees' feedback was
considered and that their input was considered and acted upon. This, in turn, built trust among
employees.

‘Every rule/regulation we have has been negotiated within board
meetings and is open for debate with employees. All employees are
welcome to give their feedback - their input is considered and
acted upon if viable. However, the board of directors needs to consult
the monitoring panel and consultants to ensure they abide by Olympic

and labour law regulations.’

Managers agreed that they were consulted in making key decisions concerning the organisation
and that these key decisions were not made unilaterally but through engagement with everyone.
This was further stressed by the third manager who mentioned:

‘Employees’ input is taken into consideration if it seems viable.” (I13)
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Interviewee 4 again revealed that the senior offices were easily accessible to all employees and

that the employees' comments and suggestions were carefully considered.

‘Yes, it is friendly and any employee can reach the SG office or
HR. Employees’ comments and suggestions are taken into
consideration. In fact, I have raised some points to the board, and
they were considered and amended. The board encourages employees

to offer creative ideas.’

The managers’ testimonials, such as the one offered above by Interviewee 4, suggested that the
BOC management encouraged managers to provide creative ideas which, if viable, were
considered and acted upon. This indicated the existence of the management’s trust in its
employees. In turn, it might have helped build and strengthen trust among the employees as it

was made clear that employees' voices mattered as perceived by the managers.

Overall, managers did concur that they and their employees were treated fairly and because of

this, they had trust in the organisation. One of the key contributors was Interviewee 1 who stated:

‘Yes, I am being treated fairly. The board of directors is responsible
for making sure that all employees are fairly treated, and because I am
part of it, I can proudly say that we are always complimented by our

employees for their satisfaction in terms of being fairly treated.’

Interviewee 6 further posited that being fair in the workplace was imperative to ensure maximum

company growth due to the levels of trust, satisfaction and commitment that would be achieved.

‘Treating employees fairly in the workplace is not just a moral
responsibility. It is also necessary to ensure maximum company
growth. When an employee is treated unfairly, it results in decreased

employee morale.’
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In light of the previous comment, some of the managers stated that their trust in the management
stemmed from their belief of the management’s fairness towards them as pointed out by

Interviewee 4 below:

‘Yes, I am fairly treated. We have a great boss and we fully trust
him. You get what you give and that is exactly what fair treatment
should be... The most important factor, justice, leads to fairness and if
there is no fairness, there is no employee loyalty and this will lead to
them leaving at the earliest opportunity possible, leading to a high

turnover rate.’

The managers believed that the management’s fairness helped in building trust reiterating that
fairness brought about employees’ hard work and loyalty and consequently the company’s

Success.

4.5.2 Employee Involvement (EI)

The second SSE that was investigated was employee involvement (EI). This element is concerned
with employees’ well-being, whether professional or personal (Agrawal, 2019). Various themes
were investigated in this element such as managers' motivation to employees, cultural norms
within the BOC and their effect on employees and employees’ engagement in various BOC matters.

The themes will help establish the link between employee involvement and employee trust.

Based on the highest number of code references, the two major themes that emerged were
motivation and collective engagement. Social cohesion was the third highest while the least coded

was cultural norms.
4.5.2.1 Motivation

The first major theme for the role of EI in building trust was motivation and from the input of the
managers being interviewed this played a major role in ensuring that employees were happy and
trusting the BOC. The managers stressed that the organisation had set up various forms of

motivation to ensure that the employees remained motivated.
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4.5.2.1.1 Provision of Allowances and Reduced Working Hours

Interviewee 1 was one of the managers who mentioned several motivation strategies provided by
the organisation including free healthcare, education and employee development. The interviewee
also highlighted a humanitarian aspect of management which included providing allowances when
caring for an elderly person and reducing working hours for those who cared for a disabled family

member:

‘We give employees health insurance even though in Bahrain we
have a free healthcare system. Another example is that we do
consider employees’ personal issues, such as caring for an
elderly or a disabled family member, by shortening working hours
and sometimes giving monetary aid. Regarding their personal
training and education, we always investigate ways to help develop
their skills and expertise... Also, we do give our employees the
opportunity to go to workshops and training hosted by the Olympics to

gain specialised expertise.”

Nevertheless, the key source of motivation other than remuneration, which had already been
raised in earlier themes, was staff development. Interviewee 9 explained that he was motivated
by the paid leave that he received due to the BOC'’s valuing of professional development. He said:

‘Yes, care is given to employees and their needs are considered
strategically. I have personally gained from the BOC's help when
studying for my Masters program. I was given paid leave (of more than

30 days) as a token of appreciation and motivation by the President!”

4.5.2.1.2 Educational Support

Interviewee 6 further added that, as management, they were eager to assist employees financially

who were pursuing their education:
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‘We do have employees who are currently studying and trying to get
their Bachelor’'s degree or certain diplomas; we do help them and

try to fund as much as possible.’

Managers also noted that the BOC has agreements with local educational agencies and institutions
to sponsor employees academically. This was a source of motivation for the employees who were

pursuing their academic qualifications, as expressed by Interviewee 5:

‘We always try to work with other parties, such as Tamkeen or the

University of Bahrain, to get sponsor funding for employees.’

4.5.2.1.3 Continuous Coaching and Counseling

Moreover, managers stated that they looked after their employees through provisions of

continuous support through coaching and counseling. Interviewee 5 stated:

‘My employees remain coached, monitored and counselled by
me. We all follow guidelines and instructions. This leads to the
consistency of work output which is very important when you work in
HR.’

4.5.2.2 Collective Engagement

Collective engagement was the other first major theme that explained the role played by EI in
building trust within the BOC. With respect to collective engagement, based on the managers’
perspectives, it emerged from the findings that all employees were engaged in most issues within
the organisation. As a result, it was indicated that there was a sense of ownership among the

employees which ultimately influenced their trust in the organisation.
4.5.2.2.1 Part of Decision-Making Process

The first sub-theme under collective engagement is the inclusion of employees in the decision-

making process of the organisation. A case in point was Interviewee 11 who explained that:
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‘All instructions and advice that comes from me personally come after

having a meeting that was productive with a lot of brainstorming.’

The manager indicated that decisions were not made unanimously but through collective
engagement with all the involved parties. The same position was raised by Interviewee 17 who
also stated:

‘As for the managerial part, I tend to listen to their needs and take their

advice and decide collectively on the daily operations.’

The manager stressed the listening component and that advice from the employees was taken
seriously and decisions were made collectively. It is further indicated by the managers that this
collective engagement with the employees made sure that they were not left out. In the long run,
it built their trust because their input was taken seriously by senior management. Interviewee 2
brought in a key dimension that managers prioritised what was best for the employees:

‘Yes, they do listen to me. However, there is always discussion as
to what they think is best. I always make it clear that we are all

working towards a common goal.’

The fact that the employees listened to the manager and followed counsel, as cited by Interviewee
2 above, clearly indicates the presence of trust. This trust was further portrayed by Interviewee

9 who mentioned:

‘They try to do as they are told although I do encourage them to
step up and make decisions. But they tend to rely on my advice

often. When I do give advice, it is based on collective thinking.’

4.5.2.2.2 Employee Well-Being and Training

The second sub-theme under collective engagement was employee well-being and training. The

interviews revealed that the management took into consideration the well-being of its employees.
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This was perceived by managers as a way of engaging employees and making them feel accepted
and appreciated. In the long term this helped towards building trust. The manager (Interviewee
15) said:

‘Yes, we do take into consideration the training and well-being
of employees. In fact, we ask HR to come with new plans for every
board meeting so we can take into account the financial status and

work towards implementing it.’

The same point was also raised by Interviewee 14 who added:

‘Management takes into consideration the well-being of

employees by asking all employees to give their opinions.’

Also, the consideration of employees’ well-being was embedded within the organisation’s policies
with Interviewee 10 noting:

‘The future goals of the BOC always have one or two clauses on how

to increase employees’ well-being.’

Through this, it was indicated that management prioritised the well-being of employees at each
annual goal-setting meeting. Managers were encouraged to develop one or two ideas for
improving employees’ well-being within the BOC. Therefore, the build-up of trust was a result of
employees being happy about having their welfare considered. As noted by Interviewees 2, 15

and 16, they were proud to be part of the system as it treated its employees well.
4.5.2.3 Social Cohesion

The third EI theme was social cohesion, brought out by a spirit of togetherness. This theme
indicates the importance of time and experience shared as factors influencing positive trust in

employee-management relations, which is the only sub-theme identified under social cohesion.
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4.5.2.3.1 Time and Experience Shared Reinforce Trust

Interviewee 15 stated that, through social cohesion and working together, they had managed to
build trust:

‘The strong relationship is based on years of friendship and
experiences. They trust me 100% because we have been through a

lot of experiences together.’

The same was expressed by Interviewee 13 who said:

‘We all trust each other as we have spent much time and experienced

a lot together.’

From these statements, the managers suggested that the link between trust and the time spent

creating social cohesion was evident. Interviewee 3 added:

‘After a certain timeframe and going through some ups and downs,
this is how friends are made. It is through experiences and certain
circumstances that you know the truth about the personality of a

person and considers him/her as a friend.’

This manager brought out the issue of shared experiences through social cohesion as contributing
to the development of trust. Similarly, Interviewee 12 further expressed the idea that the bonds
in the relationship differed among individuals depending on the length and extent of the social

cohesion.

‘However, the bond of friendship differs from one person to
another. For example, a closer friend will be a friend that has
been in contact with me for a long time ago and I have been
through a lot with him and vice versa. Basically, it depends on time and

experiences.’
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Based on managerial perspectives, time and shared experience determine the extent and degree
of trust and strength of the relationship between the managers and employees. In other words,
trust is not just about social cohesion and working together; trust grows as the time spent working

together increases.
4.5.2.4 Cultural Norms

The fourth theme was cultural norms. The notable role played by culture in promoting trust cannot
be ignored. Culture, when shared, can be an effective platform for strengthening the relations
between managers and employees. Cultural beliefs were pointed out by the participants as
mediating factors that contributed towards the increased employee involvement, which in turn
resulted in increased trust. In the context of this study, there is one sub-theme identified under
cultural norms, which is related to the social gathering.

4.5.2.4.1 Social Gathering

Managers stated that trust was important within the Bahraini culture. This was stated clearly by

Interviewee 3:

‘We come from a culture where trust is very important, and it
is something that is embedded in our culture. If trust disappears or is

hindered, a lot of things change.’

The same manager added that attending social gatherings, whether these were happy or sad,

was very important as managers were expected to be part of their employees’ personal lives.

‘We do share, with our peers and employees, which is especially

important, their happiness on all their personal and family occasions.’

(13)

The indirect role of culture towards building trust was expressed by other managers; Interviewee
1 stressed that social interactions outside of the workplace were promoted by their collectivist
culture that stressed the importance of togetherness in times of both happiness and sorrow. He

stated that:
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‘Because it is embedded in our culture, I do visit them, as all

managers should do, to share with them their happiness and grief.’

The same point of view was expressed by Interviewee 3, who mentioned:

‘Yes, this is because of culture. We do share with our peers and
employees their happiness and grief in all their personal and
family occasions. However, social interaction will vary depending on
the relationship and certain family ties. For example, if my friend’s
brother is getting married and the brother’s friend happens to be an
employee in my department, it is expected for me to attend his
wedding. Adding to what I said, I would host social gatherings to

break the ice within the department.’

Lastly, managers denoted that the role of social gatherings, as dictated by culture, was significant
in building and enhancing trust among the BOC employees. This implied an indication of the
indirect role played by culture, given that these social gatherings were often initiated and/or
promoted as a result of the culture.

4.5.2.5 Sense of Belonging

With respect to the sense of belonging, the managers expressed their pride and satisfaction

regarding their being part of the committee, with Interviewee 1 citing that:
‘T am proud to be part of this committee. I am an athlete, so the
BOC is the right place for me. An individual will always give his best in

something he likes and has a passion for.’

The same expression was put forward by other participants in being proud and happy to be part

of the committee, which resulted in the trust that built up as noted by Interviewee 8.
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‘Over the years, I have become professionally and emotionally attached
to the committee. Emotional identity for the committee is
developed through positive management communication,

rewards for doing it right and building trust over time.’

From the above, it is evident that the participant had become emotionally attached to the
committee, which was a great indication of the level of trust that was present. The same was aired
by Interviewee 7, who also felt valued and was happy to be part of the diversified and motivated

team.

4.5.3 Perception of Corporate Social Responsibility (CSR)

The last SSE that was considered was the perception of corporate social responsibility (CSR). From
the managers’ perspectives, perception of CSR did not contribute a great deal towards building
trust within the Bahrain Olympic Committee (BOC). Instead, it built trust in the community by
raising awareness and other CSR initiatives such as promoting healthy lifestyles and green living.
There were two themes identified under perception of CSR, and they are positive image, and

community impact.
4.5.3.1 Positive Image

CSR is perceived to be a good organisational mechanism to adopt in order to improve the image
of the organisation through community contribution. In the context of the BOC, Interviewee 10
expressed the role that CSR played in improving the external image of the BOC which would lead
to greater trust from the community:

‘Yes, CSR is always looked into as we do have a public relations
department that has to add recommendations before every board
meeting by offering one or two suggestions about how to improve

our image and contribute to the community.’
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4.5.3.2 Community Impact

Interviewee 17 further added that the BOC was well-known in the community for its CSR initiatives.
Managers implied that the external presence of the BOC was evident and that community members

were aware of its existence as well as its philanthropic activities:

‘The BOC is known for its CSR initiatives: mostly awareness

campaigns about going green.’

Interviewee 1 further added that the organisation promoted several activities, including healthy

living and anti-doping awareness:

‘We also give lectures about steroids and anti-doping and their
negative effects on athletes and young males who go to the gym. We
have plenty of activities that prove our love for the community. For
example, we carry out a lot of campaigns about smoking and
obesity and we always promote living healthily as a lifestyle for

Bahrainis.’

Managers perceived that these lectures would eventually result in increased trust in the sporting
arena as the increased awareness would most likely result in a decrease in doping. Effectively,
through these CSR activities, managers believed the organisation managed to improve trust in

sports. This impact was expressed by Interviewee 12:

‘The CSR in the BOC is very strong and always has its impact
on society. Being in the sports industry means that encouraging and
raising awareness in young people to adopt better lifestyles need to be

incorporated through culture.’
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Managers also indicated that the organisation had remained visible in the field of CSR as noted

below:

‘Yes, society is the BOC's first priority. We always have

committees to improve the customers’ experiences.’ (14)

‘We ... place stress on being visible when there are sports
campaigns. We have also started our annual Bahraini Sports Day,

along with our very own Iron Man event.” (I1)

‘The management is very concerned with CSR and the
community. It takes into consideration every new sport that can be
implemented in Bahrain, making the public aware of its benefits and

campaigning to get interested citizens to participate init.’ (I114)

The positive impact of the organisation was acknowledged by:

‘I feel proud and grateful to be part of the BOC, as it has a positive
impact on the community.” (I13)

'I feel satisfied and proud as people tend to like and praise our role in
the community.” (I15)

Based on the managers’ perspectives, it was indicated that, while perception of OJ and EI
mainly reinforced trust within the organisation, the organisation was better placed to build
trust within communities by implementing CSR; this consequently brought pride and

satisfaction to the BOC's employees.
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4.6 Employee perception about Third-Party Gossip (TPG) and Organisational Trust
(OTR)

This section addresses the third research question of this study, which is: How does third-party
gossip affect employees’ trust within the organisation? Findings demonstrated the existence of
both negative and positive TPG. However, the negative TPG outweighed the positive in terms of

its impact on trust. Table 4.3 below illustrates the themes derived from the interviews.

Third-Party Gossip

1st Order Concepts 2"d Order Concepts | Aggregate
Dimensions

e Reduces employee morale.

Affects Motivation
e Increases absence.

e Low employee productivity Affects Productivity &
e High employee distraction. Work Performance

e Brings hatred and envy into the Affects Relations

(g¢g) disson
Ayied-paiy)l annebanN

workplace.
e Makes employees less credible. Affects Credibility
e Brings negativity to the workplace. Increases Negativity

e Gives room for socialisation with
employees. Improves Socialisation
e Bring employees together.

e Enhances working relations.

L2 Improves Teamwork
e Source of inspiration.

(971) disson
Ayed-pdliyl aanisod

e Source of information Raises Awareness
e Improves level of transparency Reinforces
between managers and employees. Transparency

Table 4.3: Third-Party Gossip — Presented Using Gioia et al.’s (2013) Methodology
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4.6.1 Negative Influences

With respect to negative influences, as shown in Table 4.3, the themes that were extracted include
negative effects on motivation, relations, work performance, increasing negativity in the
workplace, decreasing dedication and credibility. These themes under negative influences are

discussed below.
4.6.1.1 Affects Motivation

Seven of the managers interviewed agreed that gossip directly affected motivation, which was
the first theme under negative TPG. Interviewee 1 argued that negative gossip affected the

motivation and attendance of employees, which further affected their performance:

‘Negative gossip is not healthy. It affects the motivation and

attendance of employees.’

Similarly, it was noted that gossiping reduced employee morale, leading to low employee

motivation, affecting employees’ outputs negatively.

'T believe that negative gossip reduces morale and motivation,

which results in reduced productivity and increased attrition.” (I9)

Based on the statements above, it is clear that gossip impacts employees’ motivation that results
in a chain of negative reactions detrimental to the employees and organisation as a whole, such
as low productivity and absenteeism. Ultimately, these negative reactions reduce the level of trust

that employees have in the organisation.
4.6.1.2. Affects Productivity and Work Performance

Likewise, managers indicated that employees’ work performance, the second negative TPG theme,
could be hindered by negative TPG because of low employee productivity and increased

distraction. Four managers, other than the ninth above, suggested that negative gossip directly
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impacted employees’ productivity. A key indication that gossip affects the performance of

employees was expressed by Interviewee 12:

‘T try to avoid all gossip because it does affect work productivity

and relationships.’

The same position was expressed by other managers who said:

‘Gossip, whether positive or negative, always raises the curiosity of
employees. In my opinion, it does affect work productivity directly

or indirectly and contributes to low productivity.’ (114)

‘I believe that productivity and work performance are directly
related to the work environment. Therefore, gossip will directly
affect both performance and productivity. We try to avoid gossip by
gathering together employees in social activities. They tend to break

the ice and remind them that we are one team.’ (110)

Furthermore, gossip was seen by Interviewee 5 as time-consuming and thus distracting
employees:

‘Negative gossip consumes their time and reduces their productivity.’

The managers’ statements above illustrated their perceptions concerning the negative influences
of TPG on employees’ motivation and work performance. It could be inferred that employees’
trust was negatively affected due to gossip, as manifested by the employees’ low motivation and

low productivity.
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4.6.1.3 Affects Relations

Additionally, the managers agreed that gossip constrained relationships, the third negative TPG
theme, which, in the long run, resulted in a loss of trust. This was expressed by Interviewee 2,

who noted that gossip could lead to a breach of trust resulting from the breach in relationships:

'On the other hand, negative gossip indicates that there is a breach
in the relationship within the department, for example, between

peers, and I have to find a solution for it, or the team will lose interest

in working together.’

Again, the above managerial statement illustrated the strained relationships that could result from

gossip, having a ripple effect on the performance of the employees, with Interviewee 4 asserting

that gossip killed the workplace atmosphere:

‘It kills the work atmosphere. I have experienced it; I do not like
it. Employees start making up stories just to get their colleagues into

trouble.’

In the case cited above, managers believed that when employees started making up stories, it

would affect trust, strain existing relationships and result in hatred, as noted below:

‘Negative gossip stops productivity and increases hatred within

the BOC; it lets employees envy each other.” (I116)

Interviewee 4 further added to the issues concerning hatred and productivity raised by

Interviewee 16 above, citing that grudges could emerge and then the workflow was also impeded:
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‘However, negative gossip makes them hold grudges and ignore
each other to a point where I have to intervene because work

productivity is low.’

From the statements above, it can be noted that gossip brings a negative chain reaction, resulting
in low productivity, hatred, and holding grudges impacting organisational workflow. As a result of

such strained relationships, the managers’ perspectives indicated that trust was also strained.
4.6.1.4 Affects Credibility

The fourth negative TPG theme that eight managers raised was the threat of losing credibility due

to gossiping. This was raised by Interviewee 14, who said:

‘Negative gossip makes the person lose his/her credibility and

both negative and positive gossip affects the work environment.’

The loss of credibility that managers raised was likely to result from unverified truths, half-truths,

and falsehoods, which gossip spread.

Interviewee 8 voiced a similar perspective, stating that gossiping tended to change the actual
truth:

‘It is harmful to employees as it distracts them and changes the

actual truth.’

The most important consideration regarding the above manager’s comment was that gossip was
seen to be distracting and changing the actual truth, thus affecting the credibility of employees.
With the loss of credibility, trust in the organisation or the person, depending on who is the subject

of gossip, is either diminished or totally lost.
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4.6.1.5 Increases Negativity
Similarly, the managers also associated gossiping with the issue of negativity, citing that:

‘Negative gossip increases negativity and thus makes the work
environment intolerable, and everyone is cautious about others.’
(I3)

‘I do not like negative gossip as it brings negativity to the

workplace.’ (110)

‘We do not tolerate negative gossip as it brings negativity to the
workforce and reduces productivity and the efficiency of the workforce.’
(I15)

In this regard, the managers’ perspectives indicated that the risk of loss of credibility was likely
to result from the negativity associated with gossiping. With negativity being an obstacle to
employee satisfaction, it suggested that trust was likely to be constrained in cases of increased

negativity concerning an employee brought upon by negative TPG.

4.6.2 Positive Influence

On the other hand, gossip was also established by the managers to have positive effects. However,
the positive effects of gossip did not have as much impact as the negative aspects. Based on the
managers’ perspectives of gossip’s positive influence, the key themes that were raised included
improved teamwork, awareness and socialisation of employees, which from earlier discussions,

were all trust conditions.
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4.6.2.1 Improves Sociallsation

Interviewee 2 posited that gossiping gave room for socialisation to happen and mentioned:

‘Another point: I must admit that gossip, whether negative or positive,
is something natural and will happen. It does give room for

socialisation to happen, and some find it a way of bonding.’

In the comment above, the manager acknowledged that gossiping was natural and bound to
happen. The same point was raised by Interviewee 6, who also mentioned that gossiping could
not be avoided but that a positive atmosphere should be created for gossip:

“Gossip is what no one claims to like but everybody enjoys.” (Novelist
Joseph Conrad). Research says that, on average, people spend 52
minutes per day gossiping (Robbins & Karan). ‘In my view, it's not
something that can be avoided completely. However, the culture in

’

the BOC can, to an extent, create a positive gossip environment.

Interviewee 9 also stated that gossiping brought people together:

‘Although we cannot deny that it does bring employees together,

and certain bonds are created because of it.’

Ozmen (2018) stresses the fact that trust was strengthened when social cohesion was present.
The managers’ perception suggested that the increased socialisation, which is the first theme
under positive TPG, brought about by gossiping also meant that gossiping resulted in improved

trust in some cases.
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4.6.2.2 Improves Teamwork

Adding to the role of gossiping in improving socialisation there is a subsequent ripple effect
fostering improved teamwork, the second positive TPG theme. This was mentioned by Interviewee
2, who noted that:

‘Positive gossip brings the team together, enhances the
working relations, and strengthens the rhythm of our work when we
listen to other departments’ envy that we have reached our annual

goals, motivates us to do better and win rewards.’

From the managerial statement above, it illustrated that gossiping could act as a form of
inspiration, resulting in employees coming together and working hard to achieve targets which
would eventually have an indirect effect on trust-building.

4.6.2.3 Raises Awareness

The third theme under positive TPG that emerged was the role of gossip in raising awareness

among employees and management. This was noted by Interviewee 1:

‘Positive gossip can be an eye-opener for managers and I do listen to
it and if it does make sense, I ask for it to be official so I can act...
To be honest, it is hard not to listen. So, yes, I do listen to the gossip
but, as I stated, I cannot act upon it unless it’s official. Some of
the gossips are true and some are not. I do take care to consider the
true gossip as it makes me aware of something that I have missed
within the BOC or it might enlighten me on something that I have done

unintentionally.’
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This citation is important as it brings in the dimension that management acknowledges positive
gossip and is more eager to act upon verified official information than gossip. Also, gossiping is
seen as a tool to raise awareness of the manager’s unintentional actions or employee matters that
might have been missed unintentionally by management. This was further supported by
Interviewee 2 who also stated the importance of gossiping, citing:

‘As a manager, both negative and positive gossips are very important.
They make me aware of things I have not considered or am not

aware of.’

Interviewee 6 also understood that gossip could serve as a medium in transferring information

and recognised the importance of conveying the message and not the medium used:

‘Positive gossip is beneficial as it is the ability to convey messages,

even negative ones, in a positive manner.’

Subsequently, by focusing on the message and not the medium (gossip), employees and
managers were able to talk openly about the issues raised in the gossiping, as cited below:

‘Positive gossip makes us ask more about it in the open.’ (19)

The foregoing statements indicate the importance of gossip in raising awareness of issues,
whether positive or negative, as it provides the stepping stone towards the discussion of these
issues with relevant individuals. With such an opportunity to discuss, negative issues are cleared

and positive issues are enhanced, leading to an increase in trust.
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4.6.2.2 Reinforces Transparency

As a result of the subsequent official deliberations on the issues raised from gossiping, the level
of transparency and honesty (the fourth positive TPG theme) could be improved, as noted by

Interviewee 3:

‘If it is positive, people will want to know more and this brings
transparency to the BOC and makes them shed light on certain events

or news that employees have heard about.’

Eventually, increased transparency had the ultimate effect of improving trust, as observed from

the managers’ perspectives.

4.7 Employee perception of Employees’ Organisational Trust (OTR) and

Organisational Citizenship Behaviour (OCB)

It is important to understand how employee perception of trust affects the overall OCB. Banwo &
Du (2020) referred to OCB as the goodwill of employees and the optional positive and voluntary
behaviour exhibited towards the organisation. This section addresses the fourth research
question, which is: "How does employees’ trust in the organisation determine their overall
Organisational Citizenship Behaviour (OCB)?” Based on the managers’ interview findings, the
following five themes emerged: altruism, civic virtue, consciousness, courtesy and sportsmanship,

as illustrated in Table 4.4.

Organisational Citizenship Behaviour
1st Order Concepts 2"d Order Aggregate
Concepts Dimensions
e Voluntary attendance at championship Civic Virtue 0 o
and sporting events e g-a
e Socially gathering with employees °0o3 El
voluntarily 2=-9
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e Help given to employees Altruism
e Listening to employees

e Employees give their best Conscientiousness
e Consideration for employees’ feelings Courtesy
e Tolerance towards complaints Sportsmanship

Table 4.4: Effect of Employee Trust on Overall OCB — Presented Using Giola et al.’s (2013)
Methodology

4.7.1 Civic Virtue

The theme of civic virtue was coded broadly on the premise that employees’ behaviour strongly
manifests their commitment to being involved in the organisation’s activities through voicing
opinions and sharing ideas and resolutions (Organ, 1988). These activities can also refer to
employees’ engagement outside of the working environment intending to express a sense of
community and strong solidarity with fellow employees and the community at large (Kang et al.,
2016). A case in point was the response from Interviewee 1, who noted that employees attended

other sporting events that happened outside working hours:

‘There are a lot of sports events happening outside the work

environment. I certainly see employees of the BOC attending these.’

Attending formal events was perceived by managers as an unforced obligation as they perceived
that this action demonstrated their care and support to the employees and the BOC, as noted by

Interviewee 10:

‘Formal gatherings are seen socially as a must-attend obligation.

They help show how caring I am and how supportive I can be.’
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It emerged that culture also influenced the decision to attend these events with managers noting
that attending helped build relationships.

‘Yes, I try to be there always, whether for sad or happy occasions, as
this affects the relationship we have with them, especially in

our culture.’ (I12)

This was clarified by Interviewees 13, 14 and 16, who suggested that some of the social occasions
were part of the culture.

‘T am always there for sad and happy occasions as it is part of the
culture.” (I13)

‘T sometimes attend both their sad and happy occasions as this is a

significant gesture in our culture.’ (I114)

‘Yes, I do attend social gatherings and I am obliged to do so as they

are part of my cultural habits.’ (116)

It was further revealed by managers that not only did they attend culturally linked functions, but
they were also even present at informal lunch or dinner gatherings or other social functions such
as promotions, celebrations, or retirements, to stand in solidarity with their employees, as cited
below:

‘Also, we do attend lunch gatherings at weekends and celebrate
the promotion, resignations or retirements of peers by going out for
dinner.” (12)
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‘We go out on many informal occasions like having dinner
together; I do arrange these gatherings to build a more stress-free
environment which helps productivity at work. As for occasion
gatherings of weddings and funerals, yes, I do attend them and
encourage other employees in the departments to do so by going
altogether.” (I5)

Interviewee 5, however, stressed that this civic virtue had a vital role to play, not just culturally;
it had a ripple effect on productivity at work. In other words, engaging in civic virtue-related
activities helped build strong relationships between managers and employees, positively impacting

their ties at work.

The managers’ perspectives indicated that the BOC employees and managers have engaged in
civic virtue practices, which Singh & Srivastava (2016) observed as facilitating OTR resulting in a
more involved role behaviour, leading to a positive employee-organisation relationship ensuing
OCB.

4.7.2 Altruism

The second theme that emerged was altruism. This was coded based on the emerging instances
where employees decided to help their fellows without expecting anything in return (Cheung et
al., 2018). The managers showed signs that they were willing to help, as expressed by Interviewee
10:

‘I always try to find a way to help them, whether by finding a
direct solution immediately or scheduling an appointment after thinking
about their issue. Either way, I am there for them and will

definitely support them in one way or another.’
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The managers indicated that the spirit of altruism was very apparent via the emphatic use of the
phrases ‘I am there for them’ and ‘will definitely support’ as well as ‘one way or another.” The
same positive attitude towards assisting was expressed by Interviewee 15:

‘T do help the employees, by all means, I can and in my power while

abiding by the rules and regulations of the BOC.’

The key phrase was ‘by all means,” as this expression showed the genuine desire to assist,
embodied by the managers and other employees at large. Interviewee 5 further added that the
altruistic tendencies were mainly the result of the trust that had been built over the years, citing
that:

‘We have reached a stage where employees have built so much trust
in me that they can come forward, discuss some of their personal
issues and ask for professional help. As we have been the same
people within the same department for almost five years, I help them
set priorities, plan, ask for the right tools, and empower them

to make decisions.’

A similar view was expressed by Interviewee 4, who further added that:

'So, they do come and talk about their personal issues and they
are certain that I will be of help, regardless of whether the issue is
personal and will affect their work or not. They know I am there to

listen and advise.’
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What is illustrated from the managers’ comments above is: first, that trust is existent as evident
in the fact that employees could discuss personal issues with their managers; second, employees
trusted that their problems would be resolved, implying the inherent trust they have in the
managers’ capabilities; and third, the manager also had confidence that their problems would be
resolved, indicating their confidence in their ability to help. These are all the positive effects that

trust had on the overall OCB, made evident through altruism.

4.7.3 Conscientiousness

The third theme that emerged was conscientiousness. This theme was coded in line with the
efforts made by employees to go ‘above and beyond’ or to ‘go the extra mile’ in a bid to try and
achieve more for the entire department and organisation (Debusscher et al., 2017). This spirit
was highlighted by Interviewee 1, who stated:

‘An individual will always give his best in something he likes and has

a passion for.”

This manager expressed that they were willing to achieve their level best through trust and
confidence in the employees' team. Interviewee 11 further expressed confidence that each

employee had specialised knowledge and was dedicated to delivering the best from it.

The link between trust and conscientiousness was best expressed by Interviewee 3 who stressed
that employees tended to work extra hard where the level of trust was high:

‘If trust disappears or gets hindered, a lot of things change;
they stop working with all their heart and just do what they are
told and what the job description tells them to do. In other words, they
give you the minimum that they have. However, if they trust you,

you will be categorised into another category. Even though
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you're a manager, you can turn out to be a friend and they
work with you closely as a friend and put in more effort as they

work from the heart.’

Based on the managers' perspectives, it was indicated that trust should exist for employees to
give their maximum efforts towards their work. Conversely, when trust is lost or hindered,
employees perform their work only based on the job description. Hence, it can be inferred that

trust has a powerful impact on the conscientiousness of employees.

4.7.4 Courtesy

The fourth theme that emerged was courtesy which was coded based on the level of politeness
or consideration that the employees had toward each other (Ajlouni et al., 2019). This was
expressed by several managers, such as Interviewee 15, who mentioned the need to be

considerate to other employees to avoid creating tensions in the workplace:

‘We all need to bear in mind that we work with employees eight hours
a day so we need to be comfortable with them and treat them kindly

to avoid negative or unwanted feelings.’

The need to make the employees comfortable was brought out by Interviewee 16 as well:

‘I first listen and understand their situation. If they feel

demotivated, I soothe them and then solve the issue.’

Another key aspect of being courteous was the high level of attentiveness. The managers
mentioned that they were happy to be good listeners each time employees approached them to

be assisted. A case in point was Interviewee 2:
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‘Employees talk about their personal issues only if it affects their
work. They ask for help with a certain workload or ask to take extra
time off when they have a personal matter to deal with. I make sure
I listen to the employee and then I listen to the other end of the
story if there is another person involved. However, I always have
my employees back and support them. In some cases, if the work-
related issue is because of workload within the department, I try to
look into it and ask peers within the department to help
him/her out.’

The managers’ perspective that the employees would approach them with personal problems
indicated signs of trust. Additionally, managers stated that they would listen attentively and then
assist in the best way they could. This suggested trust influenced the courtesy of the managers.
Similarly, Interviewee 3 pointed out that the high level of trust that had developed between the

employees and the managers had a strong influence on their courtesy:

‘After certain instances and certain problems had arisen in the
department, and because of how I had dealt with such problems, they
knew I would not throw them under the bus. Basically, I have paved
the way for friendly, trustworthy relationships. If it is my
employee’s issue, and it is related to the department’s work, I will have
an individual talk with him in my office and resolve the issue to make
sure he is satisfied. If it is an issue related to someone else in the BOC,
I will listen to my employee first and then hear the other’s perspective.
I will apologise to the other if my employee was wrong and
will also ask him to do so. I will apologise on his behalf because

this is the team spirit and how teams work and he is in my
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department. Hence, I, as well as they, take responsibility for their

actions.’

The manager’s statement above concerning managers apologising on behalf of their employees
indicated a sign of courtesy. As explained by the manager, this action stemmed from team spirit.
Such statements suggested the existence of a trustworthy relationship. The same position on

courtesy was illustrated by Interviewee 8, who mentioned:

‘Most of the time, I manage to calm them down, taking away

employees’ fear of being blamed and shamed and reinforcing trust.’

The manager’s perception above suggested that, in cases where the trust level was very high,
there tended to be a high degree of courtesy that exist between managers and employees. In
other words, courtesy is a manifestation of trust existing between them.

4.7.5 Sportsmanship

Sportsmanship refers to employees displaying a willing and positive attitude despite facing
difficulties when performing their work (Organ & Ryan, 1995). Moreover, it also encompasses
employees' avoidance of complaining and acceptance of minor frustrations by having an
uncomplaining and continuously positive attitude towards holdups and problems (Romaiha et al.,
2019).

The central issue concerning sportsmanship was the sense of consideration and restraint among
the employees along with instances where they would choose to remain positive even in adversity
or frustrating situations. Unlike other themes, however, the interviews revealed that very few

managers expressed a spirit of sportsmanship.
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The managers’ perspective suggested that the situation within the media department indicated
sportsmanship where employees were seen to be working during odd hours and sometimes for

more hours than usual but without voicing complaints.

‘With the media department, more flexible working hours need to
be implemented. Also, their time off and vacation days need to
be considered as they tend to be interrupted depending on the activities
or the CSR campaigns being held.” (I116)

The same point of view was expressed by Interviewee 11 who portrayed a spirit of sportsmanship
by maintaining an open-door policy to any employee who was willing to come forward and discuss
their personal problems:

‘Some do, others prefer not to, yet I try my best to open my door

to anyone who needs to discuss his or her personal issues.’

Managers perceived their willingness to listen to the discussion of employees’ personal problems

as a form of consideration, which also influenced trust.

Based on the foregoing statements, it is evident that sportsmanship comes as a result of existing
trust between managers and employees. Managers’ perceived employees’ trust in them indicates
that such trust drives employees’ behaviour of sportsmanship, manifested in working odd hours

without any complaints and the willingness to discuss personal matters with managers.

4.8 Summary

The primary qualitative data were collected from interviews conducted with 17 managers of the

Bahrain Olympic Committee (BOC). The interview questions were based on the research questions
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and conceptual framework of this study. The entire analysis was focused on discussing and

answering the four research questions.

Research question one focuses on the thematic analysis of Mayer et al.’s (1995) three factors of
trustworthiness (FoT) which is discussed in section 4.4 Based on the findings, benevolence
emerged as the first major determinant indicating that managers believed they established
openness and honesty in their relations with the employees, provided a higher level of concern
for their employees' welfare, and ensured supportiveness as well as demonstrated thoughtfulness,
which resulted in attaining a higher level of employee trust. All four identified themes for
benevolence seem to indicate that the managers’ actions demonstrate to be employee-focused,
reassuring employees of the provision of assistance by the managers. With such ideal dynamics,
manager-employee relations is strengthened and trust is fostered and enhanced. The second
major factor is integrity with three major themes identified— consistency, fairness and value
congruence, in addition to the minor sub-themes, namely transparency and responsibility.
Consistency refers to the reliability and consistency of managers’ words and actions toward
employees. This is supported by Whitener et al.'s (1998) two behavioural dimensions —
behavioural consistency and behavioural integrity. The managerial perspectives illustrated these
two dimensions by indicating the significance of behavioural consistency through employees’
ability to predict the manager’s behaviour (Graen & Uhl-Bien, 1995) and behavioural integrity
demonstrating managers’ care and concern for employees through their willingness to take
responsibility for their employee’s mistakes (Shockley-Zalabak et al. 2000). Both were indicated
to increase the trust level. It is also essential to note that this relationship was achieved due to
well-established long-term ties and mutual understanding between the managers and employees
(Whitener et al., 1998). Fairness, the second theme under integrity, refers to employees’
participation in the BOC practices and this concept is extended to remuneration and rewards.
Managers perceived that the organisation encouraged fairness and reciprocity. Value congruence,
the third theme, refers to sharing similar values between the employees and the organisation,
promoting mutual respect and working collectively to achieve the same goals. The third FoT is
ability. It has two themes: competence, referring to specialised knowledge and skills of the
employees needed to complete a task, being domain-specific and unity of purpose indicating

achievement of organisational goals through teamwork success. The managers’ perspective
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indicated that competence builds ability-trust (Colquitt et al., 2007) in which the employees’ trust
in their manager’s ability led them to consult even their work-related personal problems, indicating
managers as initiators of trust (Whitener et al., 1998). Working with a common and shared vision
and goals (unity of purpose) achieving teamwork success creates a sense of pride and builds a
stronger bond between employees and managers and this dynamic is further strengthened
through time and practice (Shockley-Zalabak et al., 2000) as suggested by the managers. All three
factors of trustworthiness lead the employees to be emotionally attached to the organisation

implying a higher level of OTR.

Research question two centres on the discussion and analysis of the effects of SSEs on OTR.
Based on the findings, the perception of organisational justice (OJ) came first with the highest
number of coding references, followed by employee involvement (EI) and then the perception of
corporate social responsibility (CSR). The perception of OJ, which emerged as a major theme of
this qualitative data, has four themes — distributive justice, procedural justice, interpersonal justice
and informational justice. According to the managers’ perception, the first theme, distributive
justice, could be seen in the organisation’s provision of monetary and non-monetary incentives as
a form of achievement recognition and presentation of equal opportunities that they believed
resulted in higher employee motivation and better performance. However, there was a claim
regarding the unequal financial distribution between departments and sports associations that
hinted a discontent but, looking at other responses, a logical explanation was provided regarding
the unequal distribution of funds and resources, i.e. based on the size of the sports association.
Procedural justice emerged as the second theme under the dimension of the perception of OJ.
This refers to processes, including rules and regulations (Carroll & Buchholtz, 2012). It was
established through managerial perspectives that the BOC utilised employee-friendly rules and
regulations ensuring equality and justice embedded in the organisational system with a basis from
Bahrain law and the International Olympic Committee’s rules. More importantly, managers also
suggested that these regulations were regularly reviewed and amended with the participation of
employees. In addition, managers indicated that the BOC had a fair system of evaluating
employees based on job descriptions that were collectively amended and reviewed annually by
employees and managers. The third theme was interpersonal justice. Based on managers’

perspectives, interpersonal justice was evident in the BOC's provision of equal opportunities for

206



employees’ professional development and, more importantly, managers and the organisation
respected the employees. The last theme was informational justice referring to the effective
transmission of communication and the respectful provision of feedback to employees (Colquitt,
2001). Managers revealed that the transparency in communication, as well as the organisation’s
openness in terms of the future plan, indicated the assurance of employees’ OTR.

The second most referred SSE was EI. Under this element, there were five themes codified —
motivation, collective engagement, social cohesion, cultural norms and sense of belonging. Of the
five, two major themes, motivation and collective engagement, garnered the highest coding
references. The managers’ perspective demonstrated that the BOC instituted humerous forms of
employee motivation such as remuneration and staff development, as well as partnering with local
educational agencies and institutions for academic sponsorships. The findings of the interviews
also demonstrated that, through collective engagement, employees developed a sense of
ownership due to their extensive involvement in the BOC's activities. Because of this sense of
ownership and the organisation’s recognition of employees’ inputs, employee organisational trust
was heightened. The third sub-theme was social cohesion manifested through working together
but, more importantly, time and sharing of experiences helped build employee trust. The fourth
sub-theme was cultural norms. In a collectivist society (Hofstede, 1980) like Bahrain’s, culture
played a vital role in promoting trust. Findings illustrated that managers’ participation in social
gatherings, whether celebrating a happy or commemorating a sad occasion, was deemed
important for manager-employee relations and vital in trust-building. The last theme is the sense
of belonging, which indicates that employees were emotionally attached to the organisation,
ensuring their increased involvement because they are proud to belong to the organisation. The
last SSE was the employee’s perception of corporate social responsibility (CSR) with two themes
identified — positive image and community impact. Both themes under this SSE are much more
focused on building trust in the community as well as a good reputation for the organisation. The
managers indicated that the BOC instituted several CSR initiatives that raise awareness such as
promoting healthy lifestyles and green living. Through these initiatives, the organisation became
visible to the public, and the initiatives positively impacted the community the BOC serves. The
positive impact of the BOCS’s CSR initiatives created a sense of pride for the managers and

employees due to the benefits the initiatives contributed to the community (Alvarado-Herrera et
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al. (2017). Additionally, the BOC’'s CSR activities aided in creating BOC's positive image not just
among employees but with the community as well. Consequently, with the feeling of pride and
positive image the BOC developed, employees’ trust in the organisation is promoted and
enhanced.

Research question three deals with the effects of third-party gossip (TPG) on employee trust. The
managers’ perspective showed that TPG, whether positive or negative, influenced employee
organisational trust. Negative gossip affected employee motivation, work performance, credibility,
and strained relations as well as increased negativity in the work environment (Grosser et al.,
2010). In contrast, positive gossip could improve socialisation and teamwork, raise awareness and
reinforce transparency. However, managers indicated that the negative influence outweighed the
positive impact of gossips. Managers also suggested that the BOC was striving hard to encourage
positive gossip. Additionally, based on the managers’ perspective, the BOC acknowledged the
impossibility of eliminating negative gossip, but with more positive gossip existing, negative gossip

would presumably be minimal.

Research question four discusses the effect of employee trust on overall OCB. The different OCB
dimensions identified are civic virtue, altruism, conscientiousness, courtesy and sportsmanship.
Among these, civic virtue scored the highest indicating a high level of the BOC managers' and
employees’ engagement in an outside working environment promoting solidarity between the
community and the BOC. The second highest dimension was altruism indicating employees’
willingness to help their fellow employees without expecting reciprocity (Organ, 1998).
Specifically, managers believed that trust was observed through employees’ willingness to share
personal issues with their managers and expect their issues to be resolved; such expectations
indicated a high level of trust. The third dimension was conscientiousness and, based on
managers’ perspectives, they had total confidence in their employees’ specialised skills in
performing their best as well as working extra hard. The fourth dimension was courtesy, referring
to the employees’ level of politeness accorded to each other (Organ, 1988). Based on managers'
perspectives, employees’ readiness to talk about their personal problems with their managers
indicated a great sign of trust as well as managers’ willingness to apologise on behalf of their
employees’ wrongdoings. These actions projected a high level of trust that existed between

employees and managers which was influenced by courtesy (Tziner & Sharoni, 2014). The last
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dimension is sportsmanship. Managers indicated that employees exhibited positive behaviour even
with difficulties while performing tasks. Employees demonstrated such behaviour by working extra
hours without complaints. Overall, all these dimensions of OCB demonstrated a significant level
of OTR.

The primary qualitative data described above displayed managerial perspectives of measures
implemented and performed to motivate employees and build a better working relationship that
ultimately leads to employees’ organisational trust. Particularly, the qualitative data provided
better insights into the managerial perspectives on how they put into practice the concepts of
FoT, SSEs and employees’ OTR in overall OCB. The managerial perspective also included their
view of TPG and how they would like to address gossip within the organisation.

The next section discusses in detail the analysis of the secondary qualitative data which was
expected to complement the primary data in relation to determining the employees’ trust in the

organisation.

4.9 Annual Reports Analysis
4.9.1 Introduction

To complement primary qualitative data analysed in the previous section of this chapter,
secondary data from the Bahrain Olympic Committee (BOC) were also collected. Specifically, the
BOC's annual reports dating between 2015 and 2018 were analysed. The annual reports were in
Arabic, so they were read first. Then the main findings were extracted and translated into English
(Appendix B) and then placed in a word document. The abovementioned annual reports were
shown to be relevant to all three social system elements (SSEs) and so the findings from these
reports were analysed using NVivo v12. The analysis of the secondary data brought about another
point of view, particularly that of the BOC’s achievements that critically assisted in making the
triangulation method possible. More importantly, the annual reports provided a better
comprehension of the BOC's regulations and policies and vital insights into its actions towards

employees and its contribution to society.
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4.9.2 Social System Elements (SSE)

This section offers the findings from the annual reports (2015-2018) that relate to the three social
system elements (SSE) of the case study. Thematic coding, using Gioia et al.’s (2003)
methodology, as shown below (Table 4.5), was applied to analyse the data and this study found
that the highlights in the annual reports were related to achievements exemplifying the perception
of organisational justice (0J), then employee involvement (EI) and, finally, the perception of
corporate social responsibility (CSR) and how it is perceived. Each of the SSEs highlighted from

the annual reports is discussed within each sub-section below.

Social System Elements
1st Order Concepts 2nd Order Aggregate
Concepts Dimensions
e Insights on goals and objectives of departments and the
BOC .
Informational
e List of all the BOC's guests and business trips Justice
e Transparent communication through sharing statistics of >
social Media posts and videos é
o
e New accounting system =3
e Enhanced employment contracts g
e Dispute and appeal committee for both employees and 3
financial sport association matters Procec_jural a
e Legislations to restrict new sport association committees Justice 2
e IS0 9001 Certification of quality management @
e Internal job rotation g-
e Structural rubric for job interview selection =
e Amendments on employee job descriptions -
c
()]
e Increases in employees’ monthly allowances g
) : . a
. Sglectlpn a.nd _dlsqovew of natlor.1al athletes Distributive il
e Financial distribution and allocation of budgets Justice g
e Formation of the medicine centre ~
e Constant improvements on health insurance scheme
e Introduction of incentive schemes
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(s2) 3uswWBAjoAU] @2A0jdwig

Employees are part of the decision-making processes Collective
Employees and all related entities work together as a team | Engagement
Supporting employees through academic sponsorship
Continuous coaching and counselling to employees
Most improved Committee in Rio Olympics 2016
Motivation
Social gatherings bring employees and managers together
Employees’ social activities committee
Involve the BOC employees in international and national
partnerships to strengthen their competency Social
Cohesion
Anti-doping Awareness workshops CSR
Promoting Healthy Lifestyles in schools Activities
Recycle obsolete machinery with local societies
Introduction of Bahrain Baby Games in 2018
Formation of a committee to search and improve national
capabilities
50% increase in the number of participants in workshops
Slovakian orthopaedic Clinic visit to Bahrain and Community
consultation open to all Bahraini nationals Impact

(6T) USD jo uondadiad

4.9.2.1 Perception of Organisational Justice (OJ)

is essential.
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Table 4.5 Social System Elements analysis of secondary data— Presented Using Gioia et al.’s
(2013) Methodology

The perception of organisational justice (0J), the first major element, was referred to more
frequently within the annual reports compared to the other two SSEs. The OJ sub-themes are
categorised in four dimensions but the BOC Annual Reports illustrated only three dimensions:
informational justice, procedural justice and distributive justice; these dimensions are supported
by literature (Decenzo et al., 2010; Fujimoto et al., 2013; Dinetto et al., 2014; Park & Kim, 2017).
Interpersonal dimension was not identified in the said reports; however, findings are not affected

since not every variable is expected to yield results. This is another reason why data triangulation




The first theme that emerged was informational justice. According to Ebeulin & Tatum (2008), as
well as Tanachia & Sandra (2015), informational justice refers to the adequacy, specificity and
timeliness of shared information of an organisation to both internal and external stakeholders.
Also, it refers to the quality of communication that explains the reasons for specific measures
taken by the management or reasons why