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Abstract: The present study aimed to determine the relationship between perceived organizational support and
organizational trust among male high school teachers in Isfahan using a descriptive-correlation method. The study
population consisted of all high school male teachers in the city in academic years 2011-2012 and they were 3932
people. Using Cohen et al,. Proposed table and a stratified random sampling method, proportional to the size of this
study, 350 people were chosen to participate. The instruments used in this study were Aizenbergr et al,.
organizational support (1986) and Sashkin organizational trust inventory (1988), respectively. Face and content
validity of both questionnaires were confirmed by faculty advisors and several experts. Validity of the questionnaire
was .91 for institutional support questionnaire and .78 for organizational trust questionnaire using Cronbach's alpha
coefficient, showing the high validity of the research instruments. In order to analyze data, descriptive statistics and
inferential statistics, including Pearson correlation, ANOVA and post hoc test were used. Results of the research
main question showed that there is a significant relationship between perceived organizational support and
organizational trust (0.01> P, r=0.398). The results also showed that there is a significant relationship between
perceived organizational support and trust including the stability in managers behavior to different people (0.01> P,
r=0.160), the stability of the manager's behavior in different situations (0.01> P, r=0.399), accuracy of information
given by managers (0.01> P, r=0.475), true discourse of the manager to predict future (0.01> P, r=0.405), manager's
promise and activity consistency(0.05> P, r=0.123), true discourse of manager to predict future outcome (0.01> P,
r=0.484) and reliability of the manager (0.01> P, r=0.259). The results showed that there is no significant
relationship between perceived organizational support and Manager's stability to different people (0.05> P, r=0.006),
stability in manager's speech in various positions (0.05> P, r=0.019) and manager speech compliant with his past
behavior (0.05> P, r=0.078). There was no significant difference between the respondents comment in any aspect of
demographic factors, except of the degree of trust variable.
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Introduction creating a supportive atmosphere. Organizational
Investigating on evolution of human resource support of staff causes elevating mood and job
management indicates that attention to human and satisfaction which are very effective and
human indicators in the world of organization and important in organization’s high efficiency.

management has been the spotlight of In Sundquist & Yang’s viewpoints, perceived
management experts for a long time. This support can be investigated as one of the most
attention has increased day to day so that today important social units where people spend most of
manpower is called organizations’ customers. their times. Perceived organizational support is a
This means that in the new age, necessity of state which based on it, one feels organization
accountability to basic needs of staff is in the first considers him as an important, useful and
place in every organization, because reaching remarkable man and needs to  his
organization goals depends on meeting logical, services(Sundquist&Yang,2006). According to
legitimate desires and goals of human resources. organizational — support theory, when an
In this regard, one of the man issues which must organization pays attention to common values and
be considered is paying attention to staff and wellbeing of staff, they feel a high level of
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perceived organizational support (Rhoades &
Eisenberger, 2002). Staff with high level of
perceived organizational support, has more
commitment to organization, make effort for it
and have a higher level of job satisfaction
(Zampetakis et al, 2009). There is less probability
to see the absence of such staff or also to secede
(Eisenberger et al, 1986).

Staff, who experiences a deal amount of
perceived organizational support, feels that they
must play role in regard to proper attitudes and
behaviors in organization so that their actions
would be in direction of their desired
organization's benefits, thereby makes up
organization's support (Eisenberger et al, 1997).
Lamastro believes that perceived organizational
support  provides increasing  productivity
performance to help colleagues, organization
progress, emotional commitment to organization
and  organizational  citizenship  behavior.
Perceived organizational support is considered as
the concept of social wealth. Social wealth refers
to goodwill, friendship, mutual empathy, and
social interaction between groups of people who
form a social unit(Lamastro,2000). The main
reflection in perceived organizational support is
that family, friends and colleagues are very
important possessions and people will get needed
support from them in necessary situations with
respect to internal trust to them (Hanifan, 1916).
Organizational support structure is criteria based
which staff evaluates organization's emotional
commitment to them. Some actions such as staff
needs and recognizing their abilities and actions
are some of these criteria. Staff who has high
level of perceived organizational support, believes
that organization pays attention to them and
compensates to their remarkable actions. In
contrast, staff who has low level of perceived
organizational support believes that organization
managers do not understand them, do not know
their certain needs and prefer to replace them with
another (Eisenberger et al, 1986).

Generally, staff who perceives high levels of
organizational support more likely will have
higher commitment and job satisfaction feeling
and also more readiness to do meta-role behaviors
or organizational citizenship than those who feels
organization does not value them a lot (Organ,
1988). Trust is also other consequences of
perceived organizational support in addition to
job satisfaction and commitment.

Robbins believes mutual trust among members is
one of the main features of organizations which
have a great performance. That is, members
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believe on each other's ability and honesty a lot.
Belief is a critical phenomenon which takes a lot
of time to create but it is easy to undo and it is not
so simple work to regain it(Robbins,2008). In
Sergiovani's viewpoint trust is necessary to ethical
leadership and organization
management(Sergiovani,1992). Levin explains
an assurance which is perceived by staff is a sign
of effect of trust element. Also, conducted studies
on trust indicate that trust is based on experience
and is learnt(Levin,1999).

Trust increases efficiency of communications and
also organizational cooperation. It is also
recognized as an important fundamental factor in
level of efficiency or manager efficiency, staff
satisfaction and their =~ commitments and
performance (Ellonen et al, 2008). Trust causes
improvement and promotion of managers and
staff, as in such environment, ideas is freely
exchanged, and open relationships associated with
respects are in organization. Humans need trust
from birth to death; trust is a feeling that is
required in family, school, work life and among
friends (Erden & Erden, 2009).

Trust has different dimensions. In a categorization
which is done by Sashkin trust has been divided
to ten dimensions including '"constancy in
manager's behavior to different people, constancy
in manager's speech to different people, constancy
in manager's behavior in different situations,
constancy in manager's speech in different
situations, appropriateness in  proposed
information by manager, consistence in manager's
speech with his past behavior, accuracy in
manager's speech to anticipate future behavior,
consistence in manager's promise, accuracy in
manager's speech to participate future results, and
reliability to manager"(Sashkin,1988).

In organizations where trust is low, staff acts in a
higher level of stress, are not involved in making
decisions, are incriminated when wrong decisions
are adapted, behave with suspicion and distrust,
meets communicational barriers, does not receive
honest and open information and as a result,
making decision process becomes weak, decisions
quality come down, staff focus on work is
divested and finally efficiency is reduced. In
addition, in lack of trust, innovation is also low.
In such organizations, staff is scared about failing
of new plans, being excommunicated by
managers and colleagues (Baird & Amand, 1995).
This is while Toreh believes that trust is a main

core for contemporary managers'
performance(Toreh,2005). One of the most
important  performances of contemporary
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managers is investigating on organization capital
which is human resources. Some investigations
have been conducted in regard to perceived
organizational support and trust as effective
components of internal issues in organizations.
Annmalaei (2010), Saekoo et al (2011) and
Ngang (2012)'s researches are some conducted
ones in this field.

Research questions

Main question

Is there any relation between perceived
organizational support and organizational trust
among teachers of male high schools in Isfahan
city?

Secondary question

Is there any relation between perceived
organizational support and trust dimensions
(constancy in manager's behavior to different
people, constancy in manager's speech to different
people, constancy in manager's behavior in
different situations, constancy in manager's
speech in different situations, appropriateness in
proposed information by manager, consistence in
manager's speech with his past behavior, accuracy
in manager's speech to anticipate future behavior,
consistence in manager's promise, accuracy in
manager's speech to participate future results, and
reliability to manager)?

Method of study, community, sample,
sampling method, study tools

Method of present study is correlational —
descriptive. Statistical community in this study is
all teachers of male high schools in number of
3932. In present study, estimation of sample
content was 350 people, using Cohen et al (2000)
table. Method of sampling in this study is
Stratified random method corresponding to the
content. Tools used in the present study are two
questionnaires on organizational support and
organizational trust.

Eisenberger et al (1986) questionnaire on
organizational support: this questionnaire
contains 34 closed-answer questions based on
Lickrate's five-degree scale. Reliability
coefficient of the questionnaire was calculated in
terms of Cronbach’s alpha using software SPSS
and was estimated 0.91.

B: Sashkin (1988) (questionnaire on
organizational trust: this questionnaire contains
50 closed-answer questions based on Lickrate's
five-degree scale. Reliability coefficient of the
questionnaire was also calculated in terms of
Cronbach’s alpha and was estimated 0.78.

Results

Is there any relation between perceived
organizational support and organizational trust
among teachers of male high schools in Isfahan

city?

Table (1) correlation coefficient between perceived organizational support and organizational trust

Perceived organizational support

Statistical indicator

Correlation Square of Significance
coefficient the level
Correlation
coefficient
Organizational trust **0.398 0.158 0.001
P<0.01

The data in table (1) shows that correlation
coefficient between perceived organizational
support and organizational trust is meaningful.
According to coefficient of identification (1),
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variance of perceived organizational support and
organizational trust was 15.8%.

2. Is there any relation between perceived
organizational support and trust dimensions?
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Table (2) correlation coefficient matrix between studied variables

Variables Correlation Square  of Significance

coefficient the level

Correlation
coefficient

constancy in manager's behavior to different **0.160 0.026 0.005
people
P<0.01
constancy in manager's speech to different -0.006 0.000 0916
people
P<0.05
constancy in manager's behavior in different **0.399 0.159 0.001
situations
P<0.01
constancy in manager's speech in different 0.019 0.000 0.746
situations
P<0.05
appropriateness in proposed information by **0.475 0.226 0.001
manager
P<0.01
consistence in manager's speech with his 0.078 0.006 0.178
past behavior
P<0.05
accuracy in manager's speech to anticipate **0.405 0.164 0.001
future behavior
P<0.01
consistence in manager's promise *%0.123 0.015 0.033
P<0.05
accuracy in manager's speech to participate **0.484 0.234 0.001
future results
P<0.01
reliability to manager **0.259 0.067 0.001
P<0.01
Discussion managers who are more supportive can create a

Analyzing the data indicated that there is a
relation between perceived organizational support
and most of the components and job trust
dimensions (accuracy in manager's speech to
anticipate future, constancy in manager's behavior
in different situations, reliability to manager,
constancy in manager's behavior to different
people, accuracy in manager's speech to anticipate
future behavior, appropriateness in proposed
information by manager, consistence in manager's
promise) except these dimensions (constancy in
manager's speech to different people, constancy in
manager's speech in different situations,
consistence in manager's speech with his past
behavior). Therefore, it can be mentioned that job
trust increases by increasing the level of
organizational support. On the other hand,

more reliable atmosphere. This conclusion is in
the same direction of Annamalaei, Sackoo et al
and Ngang studies. The result of Annamalaei's
study states that there is a positive and strong
relation between organizational trust and job
satisfaction with job
performance(Annamalaei,2010). According to
their study, Saekoo et al indicated that there is a
positive relation between perceived organizational
support and trust, and perceived organizational
support impacts on trust, but perceived
organizational support does not impact job
commitments as much as trust(Saekoo et al,2011).
Ngang's study results indicated that ninety percent
of the studied high schools have a desired level of
organizational trust and there is a positive and so
strong relation between perceived organizational
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support and  trust which is  about
.075(Ngang,2012).

This study results showed that there is a positive
and meaningful relation between perceived
organizational support and constancy in
manager's behavior to different people, in this
case, staff considers manager behavior fair and
just and without any exemption for some staff and
concludes that Criterion governs in their
respective organization, therefore their trust to
manager will increase in dimension of behavioral
constancy. Also, there was a positive and
meaningful  relation  between  perceived
organizational support and manager's behavior
constancy in different situations. Lacking of
incoherence between manager actions in different
situations, appropriateness between speech and
perseverance are features that lead to staff trust on
manager. Supportive managers are usually those
who have enough recognition about the situation,
have analytical skills avoid from wishful
statements, monitoring in behavior and action and
put improvement patterns based on thought.
According to this study, there is a positive and
meaningful  relation  between  perceived
organizational support and appropriateness in
manager's proposed information. It is obvious that
efficiency and effectiveness duties need accurate,
in time, clear and exact information. Therefore,
managers cannot support their staff but prevent
providing them with information. As, any kind of
growth, development and alignment with
organization  goals depends on related
organizational information. There is a positive
and meaningful relation between perceived
organizational support and accuracy in manager’s
speech to anticipate future. Accuracy in
manager’s speech to anticipate future is of
abilities which represent the level of manager’s
honesty and personal commitment. Managers,
who have a higher level of this ability, have
certainly more acceptability and reliability among
their staff. It is obvious, the more commitments
and promise a manager has, the more reliability
he has among their staff.

There was a positive and meaningful relation
between perceived organizational support and
consistence in manager's promise. One of the
most useful and the simplest ways of encouraging
reliability is meeting commitments by manager.
The process of leading staff to meeting
commitments and doing tasks in their best way
requires having high commitment by managers
and those who have power. In addition, there was
a positive and meaningful relation between
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perceived organizational support and accuracy in
manager’s speech to anticipate future results.
Managers who have prospective science can
usually anticipate  future  changes, warn
consequences of actions. Manager’s experiences
and sources as well as proficiency provide this
perspective for staff that managers anticipated
realistically and can anticipate future results based
on managerial awareness without speculation.
There was also a positive and meaningful relation
between perceived organizational support and
reliability. Staff who has usually organizational
support, trusts on manager’s honesty and upright
and act completely in a valuable and secure
manner and is appreciated by manager. When
staff feels that manager supports them, pays
attention to them, neglects their mistakes, assists
them in difficulties, and understands their logical
long absences and emphasizes on their role, trusts
on manager more, as a result, consider this
supportive atmosphere as an element of trust.

The study findings indicate that 2™, 4™ and 6"
questions of the study on presence of a positive
and meaningful relation between perceived
organizational support and components of
organization reliability are not validated. There
was not a meaningful relation between perceived
organizational support and constancy in
manager’s  speech to  different people.
Investigating the results seems managers do not
have speech constancy with others by two
personal or organizational reasons. Personally,
some reasons such as being fickle, lack of
independence in different affairs, quick and hasty
decisions, lack of expertise, lack of access to
accurate, updated and exact information, and
organizationally, some reasons such as over
centralization, being ad hoc in some rules and
regulations, having political attitude, lack of
reliability and make action in risky circumstances
can cause such conditions. A set of these
conditions leads fading manager’s constancy in
speech and weakens staff trust in this dimension.
In present study, there was not a meaningful
relation between perceived organizational support
and constancy in manager’s speech in different
situation, the reason seems lay in selection
mechanism of manager. In structural dimension,
selection mechanism of manager seems in
educational units has some inefficiency in recent
years which is result of unusual politicization in
government organizations and moving away from
the meritocratic.
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