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Abstract

In modern work life, employees” voluntary contributions are
critical for organizational effectiveness and sustainable success. This
study examines the impact of organizational trust (trust in the
organization, managers, and coworkers) on organizational citizenship
behavior within the context of the Turkish public sector, specifically
among the administrative staff of Karabiik University. Data were
collected through face-to-face surveys from 234 administrative staff at
Karabiik University. Organizational trust was measured in three
dimensions (trust in the organization, trust in managers, and trust in

coworkers), while organizational citizenship behavior was assessed
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across five dimensions (altruism, conscientiousness, courtesy,
sportsmanship, and civic virtue). Path analysis results within the
framework of structural equation modeling revealed that trust in
coworkers has a strong and significant effect on all dimensions of
organizational citizenship behavior. Trust in the organization
positively influences altruism, courtesy, and civic virtue, while trust in
managers supports conscientiousness, courtesy, and sportsmanship.
The findings highlight that trust in coworkers plays a pivotal role in
promoting organizational citizenship behavior within the collectivist
cultural structure of the Turkish public sector, with social exchange
processes shaping voluntary behaviors. This research underscores the
potential of a trust-based organizational culture to enhance
organizational efficiency through organizational citizenship behavior
and offers practical recommendations for fostering healthier work
environments in the Turkish public sector.

Keywords: Trust in the Organization, Trust in Managers, Trust

in Coworkers, Organizational Citizenship Behavior, Public Sector
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Orgiitsel Giivenin Calisanlarin Goniillii Katkilarina Etkisi:

Orgiitsel Vatandaslik Davranisi Uzerine Bir Arastirma

Oz

Modern is yasaminda ¢alisanlarin goniilli katkilari, orgiitlerin
etkinligi ve siirdiiriilebilir bagsarisi icin kritik bir 6neme sahiptir. Bu
calisma, Tiirkiye’de kamu sektorii baglaminda, Karabiik Universitesi
idari personeli 6rnekleminde, orgiitsel glivenin (orgiite, yoneticiye ve
calisma arkadaslarina duyulan giiven) orgiitsel vatandaglik davranis:
{izerindeki etkisini incelemektedir. Veriler, Karabiik Universitesi’nde
gorev yapan 234 idari personelden yiiz yiize anket yontemiyle
toplanmustir. Orgiitsel giiven, {i¢ boyutuyla (6rgiite giiven, yoneticiye
gliven, calisma arkadaslarmma giiven), OVD ise bes boyutuyla
(0zgecilik, vicdanlilik, nezaket, centilmenlik, sivil erdem) dl¢iilmiistiir.
Yapisal esitlik modellemesi kapsaminda yol analizi sonuglari, ¢alisma
arkadaglarina duyulan giivenin orgiitsel vatandaslik davraniginin tiim
boyutlar1 tizerinde giiclii ve anlamli bir etkisi oldugunu ortaya
koymustur. Orgiite duyulan giiven, 6zgecilik, nezaket ve sivil erdem
boyutlarini olumlu etkilerken, yoneticiye duyulan giiven vicdanllik,
nezaket ve centilmenlik boyutlarini desteklemistir. Bulgular, 6zellikle
calisma arkadaslarina duyulan giivenin, Tirk kamu sektoriiniin
kolektivist kiiltiirel yapisinda orgiitsel vatandaslik davranisini tesvik
etmede kilit bir rol oynadigini ve sosyal miibadele siireglerinin goniillii
davraniglar sekillendirdigini gostermektedir. Bu arastirma, giiven
temelli bir Orgiit kiiltiirtintin  Orgilitsel vatandashk davranis

araciligiyla oOrgiitsel verimliligi artirma potansiyelini vurgulayarak,
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Tirk kamu sektoriinde daha saghkli c¢alisma ortamlarmin
gelistirilmesine yonelik pratik oneriler sunmaktadir.
Anahtar Kelimeler: Orgiite Giiven, Yéneticiye Giiven, Calisma

Arkadasglarma Giiven, Orgiitsel Vatandaslik Davranisi, Kamu Sektorii

Introduction

The reshaping of work patterns and the integration of work-life
balance in modern workplaces have made understanding employees’
organizational behaviors and workplace relationships increasingly
important (Allen, Regina, Wiernik, & Waiwood, 2023; Amstad, Meier,
Fasel, Elfering, & Semmer, 2011). Today’s high-pressure and dynamic
work environments significantly impact employees’ job satisfaction,
motivation, and voluntary contributions, thereby increasing the
importance of concepts such as organizational trust and organizational
citizenship behavior (Bakker & Demerouti, 2017; Organ, 1988). In this
context, the effect of organizational trust on employees’ voluntary
behaviors beyond their job descriptions has become a widely
researched topic, particularly in hierarchical and collectivist settings
like the public sector (Podsakoff, MacKenzie, Paine, & Bachrach, 2000).
This study aims to investigate the impact of organizational trust (trust
in the organization, managers, and coworkers) on organizational
citizenship behavior within the framework of social exchange theory
and in the context of the Turkish public sector.

Social exchange theory posits that employees’ relationships
with their organization, managers, and coworkers are based on mutual

trust and expectations of benefits (Blau, 1964). This theory suggests
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that organizational trust is a fundamental mechanism that enhances
employees” inclination to exhibit organizational citizenship behavior.
Organizational trust reflects employees’ belief that their organization
is fair, transparent, and supportive, that their managers are honest and
competent, and that their coworkers are collaborative and trustworthy
(Mayer, Davis, & Schoorman, 1995). High levels of trust increase the
likelihood of employees displaying behaviors such as altruism,
conscientiousness, courtesy, sportsmanship, and civic virtue
(Biytikyillmaz & Fidan, 2017; Tokgdz & Aytemiz Seymen, 2013).
Conversely, low trust levels may lead to negative outcomes such as
loss of motivation, communication problems, and high turnover
(Demir & Sacli, 2022). While the literature generally supports the effect
of organizational trust on organizational citizenship behavior, how
this relationship manifests in collectivist and hierarchical contexts like
the Turkish public sector remains underexplored.

This study examines the impact of organizational trust on
organizational citizenship behavior among the administrative staff of
Karabiik University. Administrative personnel, operating under heavy
workloads and formal job descriptions within the hierarchical
structure of the public sector, provide a unique opportunity to
understand how organizational citizenship behavior is shaped. Within
this framework, the primary aim of this research is to investigate the
effect of organizational trust on organizational citizenship behavior
and the role of different trust dimensions (trust in the organization,
managers, and coworkers) in this relationship in the context of
Karabiik University’s administrative staff. By exploring the

intersection of work life and organizational behaviors, this study
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contributes to understanding how a trust-based culture supports
employees” voluntary contributions while providing new insights into
the dynamics of organizational citizenship behavior in the Turkish

public sector.

1. Conceptual Framework

1.1. Organizational Trust

Organizational trust is a critical element for the healthy
functioning and sustainable success of organizations. Trust is a
multidimensional phenomenon examined across a wide range of
contexts, from interpersonal relationships to organizational dynamics
(Schoorman, Mayer, & Davis, 2007). In an organizational context, trust
can be defined as employees’ belief in the honesty, integrity, and
goodwill of their organization, managers, and coworkers (Mayer et al.,
1995, p. 712). This concept serves as a fundamental mechanism that
triggers positive outcomes such as collaboration, productivity,
motivation, and organizational citizenship behaviors (Aryee,
Budhwar, & Chen, 2002; Dai, Tang, Chen, & Hou, 2022; Deluga, 1994;
Dyne, Vandewalle, Kostova, Latham, & Cummings, 2000).

The role of trust in organizations determines the quality of
interactions between individuals and the organization. Mishra and
Morrissey (1990, p. 444) describe organizational trust as employees’
belief that the organization will act fairly and supportively toward
them. This belief enhances employees’ commitment to organizational
goals and encourages cooperation even in situations of uncertainty and

risk. Organizational trust not only operates at the individual level but
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also fosters a climate of trust across groups and the entire organization,
shaping organizational culture (Canning et al., 2020; Mousa Alriyami,
Alneyadi, Alnuaimi, & Kampouris, 2024).

Key elements underpinning organizational trust include
competence, openness, concern, and reliability (Ibrahim & Ribbers,
2009; Kahkonen, Blomqvist, Gillespie, & Vanhala, 2021; Mayer et al.,
1995). Competence refers to the organization’s and employees’
capacity to achieve goals. Openness is associated with transparent and
honest communication within the organization. Concern reflects the
organization’s commitment to employees’ well-being and value.
Reliability is linked to consistent and trustworthy behaviors. These
elements are fundamental factors in the formation and sustainability
of organizational trust (Asunakutlu, 2002).

Organizational trust can be examined in three main
dimensions: trust in the organization, trust in managers, and trust in
coworkers (Aryee et al., 2002; Ozkan Canbolat, Erenler Tekmen, &
Cobutoglu, 2023; Tokgdz & Aytemiz Seymen, 2013). Trust in the
organization reflects employees’ belief in the fairness of organizational
policies, systems, and justice perceptions. Trust in managers is based
on perceptions of leaders” honesty, competence, and fair treatment of
employees. Trust in coworkers is associated with mutual respect,
collaboration, and support within teams. These three dimensions
provide a comprehensive understanding of organizational trust.

Factors influencing the formation of organizational trust
include past experiences, organizational culture, communication,
perceptions of justice, and leadership behaviors. Mayer et al. (1995)

suggest that trust is built on individuals” propensity to trust and the
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characteristics of the trusted party (integrity, competence,
benevolence). To enhance trust in organizations, managers must
engage in open communication, value employees’ opinions, and
exhibit fair management practices (Biiyiikyilmaz & Koyuncu, 2020).
Additionally, reducing uncertainties and meeting employees’
expectations play a critical role in trust-building (Fulmer & Gelfand,
2012).

The outcomes of organizational trust include positive results
such as job satisfaction (Karagdz & Erdogan, 2023; Xuan Liu, Kim, &
Love, 2025), organizational commitment (Raziq, Wazir, Memon, Rice,
& Moazzam, 2025; Uyar, 2024), performance improvement (Xing Liu,
Kassa, & Tekleab, 2025), organizational citizenship behaviors
(Biiytikyilmaz & Fidan, 2017; Dai et al., 2022; Diisiikcan & Tutus, 2023;
Ozliik & Baykal, 2020), and innovation (Laufer, Deacon, Mende, &
Schafer, 2025; Yesil & Ozbag1§, 2022). In organizations with high trust
environments, employees are more committed to their jobs, adopt
organizational goals, and voluntarily exert extra effort (Aryee et al,,
2002). Moreover, trust reduces conflicts, facilitating collaboration and
coordination within the organization (Sims, Barreto, Sell, Lawrence, &
Seymour, 2024). Conversely, low trust levels can lead to
communication problems, loss of motivation, and high turnover
(Demir & Sacli, 2022; Galioto, Pedone, Vantarakis, La Marca, & Bianco,
2025; Ozgeldi & Hamitoglu, 2019).

Organizational trust is an indispensable element for
organizational effectiveness and long-term success. The formation and
sustainability of trust depend on dynamics such as organizational

culture, leadership, and communication. Organizations should adopt
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transparent policies, encourage employee participation, and exhibit
fair management practices to strengthen the trust environment. By
doing so, they can maximize the benefits of organizational trust’s

positive effects.

1.2. Organizational Citizenship Behavior

Organizational citizenship behavior (OCB) refers to a set of
voluntary behaviors that are not directly defined in an organization’s
formal reward system but enhance its effectiveness and efficiency
(Moorman, 1991; Podsakoff et al., 2000; Williams & Anderson, 1991).
Most commonly defined, OCB encompasses behaviors employees
exhibit beyond their job descriptions to contribute to the organization’s
functioning (Organ, 1988, p. 4; 1997, p. 86; Organ & Ryan, 1995, p. 776;
Smith, Organ, & Near, 1983, p. 654). OCB plays a critical role in
organizations’ competitive advantage and sustainable success,
reflecting employees” commitment, collaboration skills, and voluntary
contributions to organizational goals (Podsakoff, Whiting, Podsakoff,
& Blume, 2009).

The roots of OCB trace back to the 1930s, when Chester Barnard
(1938) emphasized the importance of employees’ “willingness to
cooperate” for organizational survival. Katz and Kahn (1966)
described these behaviors as “spontaneous behaviors,” noting that
organizational success depends not only on formal task performance
but also on employees’ voluntary contributions. OCB emerged as an
independent concept in the 1980s through the work of Organ and
colleagues (Organ, 1988; Smith et al., 1983).
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OCB encompasses behaviors outside formal reward and
penalty systems that support organizational effectiveness. These
behaviors are categorized into five main dimensions (Organ, 1988):

e  Altruism: Helping coworkers, such as training a new employee
or taking on a sick colleague’s tasks.

e Conscientiousness: Exhibiting a high level of responsibility
toward work, such as working overtime or adhering to time
management.

e Courtesy: Acting proactively to prevent conflicts, such as
maintaining politeness and harmony in communication.

e Civic Virtue: Actively participating in organizational
development, such as attending meetings voluntarily or
supporting organizational decisions.

e Sportsmanship: Maintaining a positive attitude despite adverse
conditions, such as remaining patient during high workloads.
Several factors influence the emergence of OCB, including

employees’ personality traits (e.g., extraversion, conscientiousness),
job satisfaction, perceptions of organizational justice, and leadership
behaviors (Hoffman, Blair, Meriac, & Woehr, 2007, Robinson &
Morrison, 1995). In particular, supportive and fair leadership
behaviors enhance employees’ inclination to exhibit OCB
(Biytikyilmaz & Alper Ay, 2017; Podsakoff et al., 2000).

OCB significantly contributes to organizations through
employees” voluntary positive behaviors beyond their job
descriptions. These behaviors primarily increase overall
organizational efficiency, leading to performance improvements, as

employees’ self-initiated efforts enable more effective and faster work
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processes (1mamoglu, Tiirkcan, & Birgiilen, 2022). Additionally,
behaviors such as altruism and courtesy foster a strong sense of
collaboration and harmony among team members, reinforcing team
spirit (Sener & Biiyiikyilmaz, 2021). Furthermore, employees’ sense of
belonging to the organization enhances organizational commitment,
significantly reducing turnover rates (Celik & Cira, 2013). Lastly, civic
virtue behaviors encourage employees to generate innovative ideas,
contributing to organizational development and competitiveness (Wu,
Chen, & Wang, 2023). Thus, OCB is an indispensable element for
sustainable success in modern workplaces. However, OCB also has
potential downsides. For instance, excessive altruism may disrupt
employees’ own tasks or weaken formal organizational systems (e.g.,
training, performance evaluation) (Bolino, Turnley, & Niehoff, 2004;
Koopman, Lanaj, & Scott, 2016).

OCB is a concept of critical importance for organizations’ long-
term success. Employees’ voluntary contributions enhance
organizational competitiveness while fostering a positive work
culture. Therefore, organizations are recommended to develop policies
that encourage OCB, such as fair reward systems and leadership
training.

1.3. Relationship Between Organizational Trust and
Organizational Citizenship Behavior and Hypotheses

According to Blau’s (1964) social exchange theory, citizenship
behaviors are employee actions not coerced by managers. Similarly,
Organ (1988) argues that social exchange is essential for OCB,
emphasizing that mutual trust, which forms the foundation of social

exchange relationships, ensures the reciprocity of citizenship
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behaviors over time. Therefore, within the framework of social
exchange theory, it can be inferred that an increase in organizational
trust is associated with OCB.

Numerous studies have explored the relationship between
trust in the organization and OCB. Research indicates a positive
relationship between trust in the organization and OCB dimensions
(altruism,  conscientiousness, courtesy, civic virtue, and
sportsmanship) (Biiyiikyillmaz & Fidan, 2017; Dirks & Ferrin, 2002;
Tokgdz & Aytemiz Seymen, 2013). This relationship has been
confirmed by Ozkan Canbolat et al. (2023). Studies by Tyler and Blader
(2003) and Gould-Williams (2003) also found that trust in the
organization significantly influences extra-role behaviors. In this
context, it is hypothesized that trust in the organization positively
affects all OCB dimensions, leading to the first hypothesis:

H1: Trust in the organization has a positive effect on the OCB
dimensions of (H1a) altruism, (H1b) conscientiousness, (H1c) courtesy,
(H1d) civic virtue, and (H1e) sportsmanship.

Research also demonstrates that, alongside trust in the
organization, trust in managers positively influences OCB. Podsakoff
et al. (2009) noted that trust in managers increases employees’
voluntary citizenship behaviors. Similarly, a study by Aryee et al.
(2002) found that trust in managers positively impacts various OCB
dimensions, highlighting that managers’ honest, fair, and supportive
behaviors encourage employees to help coworkers, improve processes,
and contribute to organizational goals. A study by Lester and Brower
(1995) found that trust in managers enhances subordinates’

performance and OCB. This indicates that managers’ trustworthy and
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supportive attitudes strengthen employees” OCB. The findings
confirm that positive relationships between managers and employees
foster voluntary behaviors.

These findings suggest that the effect of trust in managers on
OCB stems from the critical role of leadership behaviors in shaping
employees” motivation and commitment. Trust in managers makes
employees feel valued and supported, increasing their voluntary
efforts toward organizational goals (Biiyiikyllmaz & Alper Ay, 2017).
In particular, managers’ open communication, valuing employees’
work, and fair management practices are key factors that amplify the
impact of trust on OCB (Biiytiky1lmaz & Koyuncu, 2020). Therefore, it
is hypothesized that trust in managers positively affects all OCB
dimensions, leading to the second hypothesis:

H2: Trust in managers has a positive effect on the OCB dimensions
of (H2a) altruism, (H2b) conscientiousness, (H2c) courtesy, (H2d) civic
virtue, and (H2e) sportsmanship.

Some studies also highlight a relationship between trust in
coworkers and OCB. Settoon and Mossholder (2002), based on data
from two organizations, found positive relationships between trust in
coworkers and interpersonal citizenship behaviors toward colleagues.
Similarly, various studies have demonstrated that trust in coworkers
enhances OCB (Aryee et al., 2002; Tan & Lim, 2009).

The literature emphasizes the importance of social capital and
the quality of team relationships in the effect of trust in coworkers on
OCB. Podsakoff et al. (2000) noted that trust in coworkers strengthens
socially oriented behaviors such as such as altruism and courtesy.

Likewise, Wu et al. (2023) demonstrated that a trustworthy team
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environment boosts employee’” motivation to exhibit voluntary
behaviors, positively impacting organizational effectiveness. Trust in
coworkers enhances the quality of social bonds within teams, thereby
positively influencing OCB. In this context, it is hypothesized that trust
in coworkers positively affects all OCB dimensions, leading to the third
hypothesis:

H3: Trust in coworkers has a positive effect on the OCB dimensions
of (H3a) altruism, (H3b) conscientiousness, (H3c) courtesy, (H3d) civic

virtue, and (H3e) sportsmanship.

2. Methodology

2.1. Population and Sample

The population of this study consists of the administrative staff
employed at Karabiik University, Tiirkiye. According to official data
obtained from the Karabiik University Personnel Department, there
were 465 active administrative personnel at the time of the study. This
figure represents the primary parameter defining the study’s
population and encompasses all administrative employees working in
various units, faculties, institutes, colleges, and support units of
Karabiik University. Administrative staff play a critical role in the
university’s daily operations, performing managerial, operational, and
supportive tasks. These employees hold various positions (e.g., clerks,
secretaries, technicians, administrative managers) and operate at
different levels of responsibility.

A convenience sampling method was used for sample

selection. Convenience sampling involves selecting participants who
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are accessible and willing to participate. This method was chosen as a
suitable option to enhance the study’s feasibility, considering time,
cost, and logistical constraints. Questionnaires were distributed to 350
personnel selected through this method from the population of 465
administrative staff. The distribution was conducted through face-to-
face interactions across various administrative units of the university.
The aim was to ensure participation from personnel in different units
and positions, thereby increasing the sample’s diversity. Ethical
approval for the study was obtained from the Karabiik University
Social and Human Sciences Research Ethics Committee prior to data
collection (Date: 17.10.2019, Decision No: 2019/16).

Of the 350 distributed questionnaires, 234 were completed and
returned valid, yielding a response rate of 66%. This represents
approximately 50% of the population. Therefore, the study’s sample
consists of 234 administrative staff, and analyses were conducted on

this sample.

2.2. Scales

In this study, measurements were conducted to assess
participants” levels of organizational trust and organizational
citizenship behavior. Details of the two scales used are provided
below.

To determine the extent to which participants trust their
organization, managers, and coworkers, the scale developed by
Tokgoz and Aytemiz Seymen (2013) was utilized. Within the

framework of their organizational trust scale, Tokgoz and Aytemiz
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Seymen (2013) employed Whitener, Brodt, Korsgaard, and Werner’s
(1998) managerial trustworthiness model to measure trust in the
organization, Mayer et al.’s (1995) trust model to measure trust in
managers, and McAllister’s (1995) interpersonal trust scale to measure
trust in coworkers. The organizational trust scale consists of three
dimensions and a total of 27 items. The first dimension, trust in the
organization, is measured with 8 items. The second dimension, trustin
managers, comprises 10 items. The third dimension, trust in
coworkers, is assessed with 9 items. Responses are recorded on a 5-
point Likert scale, with participants rating items from 1 (strongly
disagree) to 5 (strongly agree). The scale includes no reverse-coded
items. Higher scores on the scale indicate a higher level of perceived
organizational trust among participants.

To measure the degree of citizenship behaviors participants
exhibit toward their organization, the organizational citizenship
behavior scale developed by Bolat (2008) was used. This scale was
adapted from Tokgoz and Aytemiz Seymen (2013) for the study. The
OCB scale comprises 5 dimensions and a total of 20 items. These
dimensions are altruism, conscientiousness, courtesy, civic virtue, and
sportsmanship. Each dimension is measured with 4 items. Responses
are recorded on a 5-point Likert scale, with participants rating items
from 1 (strongly disagree) to 5 (strongly agree). The scale includes two
reverse-coded items, which were recoded for inclusion in the analyses.
Higher scores on the scale indicate a higher level of organizational

citizenship behavior among participants.
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2.3. Analysis Method

The study first assessed the validity and reliability of the scales.
Since the scales were previously used in other studies, confirmatory
factor analysis (CFA) was employed to determine validity. CFA was
conducted using the AMOS program.

The reliability of the scales was assessed by calculating the
Cronbach’s Alpha («) statistic, the most commonly used method by
researchers. Reliability tests were performed using the SPSS program.

After conducting validity and reliability analyses, hypothesis
tests were performed. For hypothesis testing, path analysis within the
framework of structural equation modeling was utilized. Path analysis

was conducted using the AMOS program.

3. Findings

3.1. Demographic Distribution

As part of the analyses, the distribution of the 234
administrative personnel participants was examined based on gender,
marital status, age, education level, tenure at the university, years of
service, number of previous organizations, and intention to change
organizations. The distribution of participants according to these

variables is presented in Table 1.
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Table 1: Demographic Characteristics

Variable Category Frequency (N) Percentage (%)
Female 73 31.2
Gender
Male 161 68.8
Married 188 80.4
Marital Status Single 45 19.2
No response 1 0.4
30 and below 49 20.9
31-38 72 30.8
Age 39-44 60 25.7
45 and above 48 20.5
No response 5 2.1
ZIIiZSChOOZ and 1 51
. Associate degree 51 21.8
Education Level
Bachelor’s degree 122 52.1
Postgraduate 47 20.1
No response 2 0.9
2 years or less 1.7
3-5 years 67 28.6
Tenure 6-9 years 114 48.7
10 years and more 47 20.0
No response 2 0.9
TOPLAM 234 100

Table 1 reveals that the most notable characteristic is the
predominance of male participants. Males constitute 68.8% of the
sample (n=161), while females account for only 31.2% (n=73).
Regarding marital status, married participants form the majority, with
80.4% (n=188), while 19.2% (n=45) are single, and 0.4% (n=1) did not
respond. In terms of age distribution, 30.8% (n=72) are aged 31-38,
25.7% (n=60) are 39-44, 20.9% (n=49) are 30 or below, and 20.5% (n=48)
are 45 or above, with 2.1% (n=5) not responding.

Regarding education level, 52.1% (n=122) hold a bachelor’s
degree, 21.8% (n=51) an associate degree, 20.1% (n=47) a postgraduate
degree, and 5.1% (n=12) a high school degree or below, with 0.9% (n=2)
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not responding. In terms of tenure at Karabiik University, 48.7%
(n=114) have 6-9 years, 28.6% (n=67) have 3-5 years, 20% (n=47) have
10 years or more, and 1.7% (n=4) have 2 years or less, with 0.9% (n=2)
not responding.

3.2. Validity and Reliability Analysis

To test the construct validity of the scales used in the study,
confirmatory factor analysis (CFA) was employed. CFA is used to
determine the extent to which a scale, previously validated and
grouped under specific factors, aligns with the sample of the current
study (Anderson & Gerbing, 1988; Byrne, 2016).

First, CFA was conducted to test the construct validity of the
organizational trust scale. The analysis revealed that one item in the
trust in coworkers dimension had standardized residual covariance
values exceeding 2.50 with other items, negatively affecting the scale’s
structure and fit. Consequently, this item was excluded from the
analysis, and CFA was repeated (Hair, Black, Babin, & Anderson,
2019). The results are presented in Table 2.
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Table 2: CFA Results for the Organizational Trust Scale

Items Factor Loadings  Standard Errors t value
Trust in the Organization

1. ORGTRUST1 0.834** - -

2. ORGTRUST2 0.911** 0.042 26.374
3. ORGTRUST3 0.896** 0.056 17.791
4. ORGTRUST4 0.891** 0.059 17.603
5. ORGTRUST5 0.850** 0.061 16.324
6. ORGTRUST6 0.858** 0.064 16.583
7. ORGTRUST? 0.882** 0.060 17.339
8. ORGTRUSTS 0.844** 0.064 16.078
Trust in Manager

1. MANTRUST1 0.858** - -

2. MANTRUST2 0.925** 0.043 25.158
3. MANTRUST3 0.947** 0.050 21.895
4. MANTRUST4 0.961** 0.047 22.693
5. MANTRUST5 0.957** 0.050 22494
6. MANTRUST6 0.886** 0.055 19.016
7. MANTRUST? 0.915** 0.046 23.299
8. MANTRUSTS 0.942%* 0.049 21.685
9. MANTRUST9 0.872%* 0.054 18.424
10. MANTRUST10 0.785** 0.059 15.258
Trust in Coworkers

1. COWTRUST1 0.886** - -

2. COWTRUST2 0.925** 0.045 22.548
3. COWTRUST3 0.942%* 0.046 23.776
4. COWTRUST4 0.953** 0.044 24.566
5. COWTRUST5 0.895** 0.048 20.825
6. COWTRUST6 0.899** 0.046 21.056
7. COWTRUST? 0.946** 0.045 24.033
8. COWTRUSTS 0.823** 0.047 20.031

*p<0.05; **p<0.01; N=234

=0.825, NFI1=0.925, CFI = 0.954, SRMR = (0.042, and RMSEA =0.079. All
fit indices fall within acceptable ranges (Hu & Bentler, 1999),

confirming the construct validity of the organizational trust scale.

Model fit indices were calculated as follows: x%/sd = 2.437, GFI
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Second, CFA was conducted to test the construct validity of the
OCB scale. The results are presented in Table 3.
Table 3: CFA Results for the OCB Scale

Items Factor Loadings  Standard Errors t value
Altruism

1. ALTR1 0.898** - -

2. ALTR2 0.994** 0.039 28.700
3. ALTR3 0.878** 0.048 20.702
4. ALTR4 0.904** 0.046 22.303
Conscientiousness

1. CONS1 0.894** - -

2. CONS2 0.820** 0.051 17.206
3. CONS3 0.946** 0.043 23.821
4. CONS4 0.905** 0.046 21.374
Courtesy

1. COUR1 0.964** - -

2. COUR2 0.911** 0.032 27.866
3. COUR3 0.942** 0.029 32.450
4. COUR4 0.885** 0.037 24.958
Sportsmanship

1. SPOR1 0.738** - -

2. SPOR2 0.885** 0.075 13.555
3. SPOR3 0.909** 0.078 13.848
4. SPOR4 0,687** 0.065 13.534
Civic Virtue

1. CIvll 0.890** - -

2. CIVI2 0.834** 0.053 16.412
3. CIVI3 0.738** 0.066 11.727
4. CIVI4 0.850** 0.054 16.935

*p < 0.05; *p < 0.01; N = 234

Model fit indices were calculated as follows: x%/sd = 2.934, GFI
=0.837, NFI=0.915, CFI=0.952, SRMR = 0.043, and RMSEA = 0.081, all
within acceptable ranges (Hu & Bentler, 1999). Thus, the CFA results
confirm the construct validity of the organizational citizenship

behavior scale.
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After confirming construct validity, the reliability of the scales
was examined. Reliability was assessed using the Cronbach’s Alpha
(o) statistic, the most commonly used method. A scale is considered
reliable if its Cronbach’s Alpha value exceeds 0.70 (Kline, 2023;
Nunnally & Bernstein, 1994). The Cronbach’s Alpha values for the

organizational trust and organizational citizenship behavior scales are

presented in Table 4.
Table 4: Reliability Values

Scales Number of Items  Cronbach Alfa («)

Organizational Trust 26 0,972
Trust in Organization 8 0,953
Trust in Managers 10 0,969
Trust in Coworkers 8 0,965

Organizational Citizenship Behavior 20 0,962
Altruism 4 0,960
Conscientiousness 4 0,940
Courtesy 4 0,960
Sportsmanship 4 0,893
Civic Virtue 4 0,888

According to Table 4, the reliability value for the organizational
trust scale is 0.972. The reliability values for its dimensions are 0.953
for trust in the organization, 0.969 for trust in managers, and 0.965 for
trust in coworkers. The reliability value for the organizational
citizenship behavior scale is 0.962, with dimension-specific values of
0.960 for altruism, 0.940 for conscientiousness, 0.960 for courtesy, 0.893
for sportsmanship, and 0.888 for civic virtue. All calculated Cronbach’s
Alpha values exceed 0.70, indicating that the scales used in the study
are reliable (Kline, 2023; Nunnally & Bernstein, 1994).
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3.3. Correlations

Prior to testing the study’s hypotheses, the relationships
between the variables used in the analyses were examined through
correlation analysis. The findings from the correlation analysis are
presented in Table 5.

Table 5: Correlation Values Between Variables

Correlations
Variables
1 2 3 4 5 6 7 8
1 Trust in Organization 1
2 Trust in Managers 0.590** 1
3 Trust in Coworkers 0.512** 0.558* 1
4 Altruism 0.492** 0.494** 0.598* 1

5 Conscientiousness 0.409** 0.533** 0.537** 0.657** 1

6 Courtesy 0.403** 0.442** 0.487** 0.677* 0.699** 1
7 Sportsmanship 0.361** 0.476** 0.537** 0.658** 0.644** 0.601** 1
8 Civic Virtue 0.438** 0.428** 0.503** 0.601** 0.611** 0.634** 0.509** 1

*p < 0.05; **p < 0.01; N = 234

According to the correlation analysis results shown in Table 5,
the relationships among the dimensions of organizational trust are
positive and significant. Similarly, all relationships among the
dimensions of organizational citizenship behavior are positive and
significant. Furthermore, all relationships between the dimensions of
organizational trust and the dimensions of organizational citizenship
behavior are significant and, as expected, positive. These findings
indicate that the relationships anticipated in the research hypotheses
are predictable, thereby confirming the validity of the hypothesis tests.

3.4. Hypothesis Testing

The study investigates how employees’ trust in the

organization, managers, and coworkers influences their tendency to
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exhibit OCB. Specifically, it aims to determine the extent to which trust
in the organization, trust in managers, and trust in coworkers affects
the dimensions of OCB (altruism, conscientiousness, courtesy,
sportsmanship, and civil virtue).

To align with the study’s objectives, three main hypotheses,
each with five sub-hypotheses, were tested. Structural equation
modeling was employed, and path analysis was used to examine the
relationships. The standardized coefficients, standard errors, t-values,
and p-values for the tested hypotheses are presented in Table 6.

Table 6: Path Analysis Findings

Variables Standardized Standard t-value p-value
Coefficient Error
Trust in Organization 2  Altruism 0.213** 0.068 3.065 0.002
Trust in Organization 2 Conscientiousness 0.054 0.077 0.748 0.454
Trust in Organization > Courtesy 0.150* 0.091 1.983 0.047
Trust in Organization > Sportsmanship 0.047 0.075 0.632 0.527
Trust in Organization 2  Civic Virtue 0.186* 0.083 2.362 0.018
Trust in Managers 2>  Altruism 0.073 0.063 1.057 0.291
Trust in Managers = Conscientiousness 0.299** 0.073 4.024 0.001
Trust in Managers = Courtesy 0.151* 0.085 1.985 0.047
Trust in Managers =  Sportsmanship 0.210** 0.071 2.760 0.006
Trust in Managers = Civic Virtue 0.114 0.077 1.449 0.147
Trust in Coworkers 2>  Altruism 0.469** 0.066 6.917 0.001
Trust in Coworkers = Conscientiousness 0.387** 0.073 5.531 0.001
Trust in Coworkers > Courtesy 0.382** 0.085 5.330 0.001
Trust in Coworkers > Sportsmanship 0.488** 0.076 6.351 0.001
Trust in Coworkers = Civic Virtue 0.387** 0.078 5.147 0.001

*p <0.05; **p <0.01; N =234

Model fit indices were calculated as follows: x2/sd = 2.749, GFI

= 0.766, NFI = 0.901, CFI = 0.934, SRMR = 0.071, and RMSEA = 0.087.
Some fit indices fall outside the desired ranges, which is likely due to
sample size. Researchers note that sample size directly impacts indices
like GFI and RMSEA (Byrne, 2016; Hair et al., 2019; Hu & Bentler et al.,
1999). Since most indices meet acceptable criteria, the path analysis is

considered valid.
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The first hypothesis of the study examines the effect of
employees’ trust in the organization on the dimensions of
organizational citizenship behavior (OCB) (altruism,
conscientiousness, courtesy, sportsmanship, civic virtue). Path
analysis results indicate that trust in the organization significantly
increases altruism (Hla: 3=0.213, p<0.01), courtesy (Hlc: $=0.150,
p<0.05), and civic virtue (Hle: 3=0.186, p<0.05). However, trust in the
organization has no significant effect on conscientiousness (H1b:
=0.054, p>0.05) or sportsmanship (Hld: =0.047, p>0.05). These
findings show that Hla, Hlc, and Hle are supported, while H1b and
H1d are not supported.

The second hypothesis investigates the effect of employees’
trust in managers on OCB dimensions (altruism, conscientiousness,
courtesy, sportsmanship, civic virtue). Path analysis results show that
increased trust in managers significantly enhances conscientiousness
(H2b: p=0.299, p<0.01), courtesy (H2c: (=0.151, p<0.05), and
sportsmanship (H2d: 3=0.210, p<0.01). However, trust in managers has
no significant effect on altruism (H2a: 3=0.073, p>0.05) or civic virtue
(H2e: p=0.114, p>0.05). These findings indicate that H2b, H2c, and H2d
are supported, while H2a and H2e are not supported.

The third hypothesis examines the effect of trust in coworkers
on employees’ OCB dimensions (altruism, conscientiousness,
courtesy, sportsmanship, civic virtue). Path analysis results reveal that
increased trust in coworkers positively affects altruism (H3a: 3=0.469,
p<0.01), conscientiousness (H3b: (3=0.387, p<0.01), courtesy (H3c:
=0.382, p<0.01), sportsmanship (H3d: (3=0.488, p<0.01), and civic

virtue (H3e: 3=0.387, p<0.01). Thus, trust in coworkers has a positive

JEBM
Ekonomi, isletme ve Yonetim Dergisi
Journal of Economy, Business, and Management
ISSN: 2602-4195

110



Organizational Trust and Its Impact on Employees’ Voluntary Contributions: A
Study on Organizational Citizenship Behavior

effect on all OCB dimensions. Accordingly, H3a, H3b, H3c, H3d, and
H3e are supported.

A summary of the tested hypotheses and the findings from the
path analysis is presented in Table 7.

Table 7: Summary of Hypothesis Test Results

Hypothesis Coe fgf;:nt ®) Result

Hla Trustin Organization = Altruism 0.213** SUPPORTED
Hlb  Trustin Organization - Conscientiousness 0.054 NOT SUPPORTED
Hlc Trustin Organization -> Courtesy 0.150* SUPPORTED
H1ld Trustin Organization = Sportsmanship 0.047 NOT SUPPORTED
Hle Trustin Organization = Civic Virtue 0.186* SUPPORTED
H2a  Trust in Managers = Altruism 0.073 NOT SUPPORTED
H2b  Trust in Managers - Conscientiousness 0.299** SUPPORTED
H2c  Trust in Managers - Courtesy 0.151* SUPPORTED
H2d Trust in Managers - Sportsmanship 0.210** SUPPORTED
H2e  Trust in Managers > Civic Virtue 0.114 NOT SUPPORTED
H3a  Trust in Coworkers - Altruism 0.469** SUPPORTED
H3b  Trustin Coworkers - Conscientiousness 0.387** SUPPORTED
H3c¢  Trust in Coworkers - Courtesy 0.382** SUPPORTED
H3d Trust in Coworkers - Sportsmanship 0.488** SUPPORTED
H3e  Trustin Coworkers - Civic Virtue 0.387** SUPPORTED

*p < 0.05; **p < 0.01; N = 234

Additionally, based on the path analysis results, the explained
variance for altruism is 34.8% (R?=0.348), for conscientiousness is 43.5%
(R?=0.435), for courtesy is 34.3% (R?=0.343), for sportsmanship is 41.3%
(R>=0.413), and for civic virtue is 43.4% (R?=0.434).

Discussion

Guided by social exchange theory, this study examined the
impact of organizational trust (trust in the organization, managers, and
coworkers) on the dimensions of OCB (altruism, conscientiousness,
courtesy, sportsmanship, civic virtue) among the administrative staff
of Karabiik University. The findings partially support the effect of
organizational trust on OCB and reveal that different trust dimensions

are associated with various OCB dimensions. These results align with
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previous studies in the literature and confirm the critical role of trust
in encouraging employees’ voluntary behaviors (Aryee et al., 2002;
Podsakoff et al., 2000; Wu et al., 2023).

Firstly, trust in the organization was found to have a positive
effect on the altruism, courtesy, and civic virtue dimensions of OCB.
This finding suggests that employees’ belief in the organization’s fair,
transparent, and supportive policies encourages voluntary behaviors
such as helping coworkers, preventing conflicts, and actively
participating in organizational processes. However, trust in the
organization had no significant effect on conscientiousness and
sportsmanship. This may indicate that, in the context of Karabiik
University’s administrative staff, organizational trust primarily
influences socially oriented behaviors (e.g., altruism and courtesy),
while behaviors like individual responsibility (conscientiousness) or
patience in stressful situations (sportsmanship) may be more
influenced by other factors, such as intrinsic motivation or workload.
For instance, the intense work pace or adherence to formal job
descriptions among administrative staff may link conscientiousness
more to internal motivation or job demands than to organizational
trust.

Secondly, trust in managers was found to positively affect the
conscientiousness, courtesy, and sportsmanship dimensions of OCB.
This suggests that managers” honest, fair, and supportive behaviors
increase employees’ sense of responsibility toward their work,
politeness, and patience in challenging conditions. Notably, the strong
effect of trust in managers on conscientiousness highlights the critical

role of leaders in encouraging behaviors such as process improvement
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or working overtime. However, trust in managers had no significant
effect on altruism and civic virtue. This may indicate that, among
Karabiik University’s administrative staff, behaviors like helping
coworkers or actively participating in organizational processes are
more closely tied to trust in coworkers than trust in managers. The
intensive teamwork in administrative units may link altruism more to
relationships among coworkers than to managerial influence.

Thirdly, trust in coworkers was found to have a significant
positive effect on all OCB dimensions (altruism, conscientiousness,
courtesy, sportsmanship, civic virtue). This underscores that
perceptions of mutual respect, collaboration, and support within teams
strongly encourage employees” voluntary behaviors. The particularly
strong effect of trust in coworkers on altruism and sportsmanship
highlights the importance of social capital and interpersonal
relationships in fostering OCB. In the context of Karabiik University’s
administrative staff, trust among coworkers significantly supports
behaviors such as helping peers, preventing conflicts, remaining
patient in challenging conditions, and contributing to organizational
processes. This finding aligns with social exchange theory, confirming
that a trustworthy team environment enhances employees’ voluntary
contributions (Blau, 1964; Settoon & Mossholder, 2002).

Theoretical Contributions

This study makes significant theoretical contributions to the
literature by examining the relationship between organizational trust
and OCB in the Turkish public sector, specifically among university
administrative staff, within the framework of social exchange theory.

First, it supports the explanatory power of social exchange theory in
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the hierarchical and collectivist structure of the Turkish sector by
testing the effect of trust on OCB. The findings, particularly the strong
effect of trust in coworkers on all OCB dimensions, demonstrate that
social exchange relationships operate robustly in the Turkish context.
This highlights the critical role of team-based trust in shaping
voluntary behaviors at both individual and organizational levels in
collectivist cultures (Hofstede, 1980). Social exchange theory posits
that employees’ trust fosters reciprocal behaviors (Blau, 1964), and this
study validates this framework in the Turkish public sector, showing
trust as a core mechanism in social exchange processes.

Second, the study contributes by detailing how different
dimensions of organizational trust (trust in the organization,
managers, and coworkers) relate to various OCB dimensions. The
significant effect of trust in coworkers on all OCB dimensions
underscores the importance of team relationships, aligning with social
capital theory, which suggests that trust facilitates access to resources
through social networks (Fulmer & Gelfand, 2012). This study
confirms the role of social capital in enhancing socially oriented
behaviors like altruism and courtesy in the Turkish public sector.
Conversely, the lack of effect of trust in the organization and managers
on certain OCB dimensions (e.g., conscientiousness and
sportsmanship) suggests that the impact of organizational and
managerial trust may be context-specific, influenced by factors like
bureaucratic structures or hierarchical relationships in the Turkish
public sector. This indicates that the effect of trust on OCB is not
universal and requires consideration of cultural and sectoral contexts.

For example, the hierarchical structure of the Turkish public sector
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may limit the influence of trust in the organization or managers on
behaviors like conscientiousness.

Third, by focusing on administrative staff—a group less
studied compared to academic staff or private-sector employees—this
study offers a fresh perspective. The intense workload, hierarchical
structure, and public-sector dynamics of Karabiik University’s
administrative staff provide a unique context for understanding OCB.
The findings, showing a strong link between trust in coworkers and
voluntary behaviors, emphasize the critical role of teamwork and
social bonds in fostering OCB in the public sector. This provides new
insights into how OCB operates in an understudied group, where
adherence to formal job descriptions may shape context-specific OCB
dynamics.

Fourth, by examining how different OCB dimensions relate to
various sources of trust, the study strengthens multidimensional
approaches in the OCB literature. While OCB is often treated as a
general concept, this study shows that each OCB dimension may
interact differently with trust types, offering a more nuanced
theoretical framework.

Practical Contributions

The findings offer practical recommendations for public-sector
organizations like Karabiik University. First, the strong effect of trust
in coworkers on all OCB dimensions highlights the importance of
policies that strengthen teamwork and social bonds. Organizations can
foster trust among employees through regular team-building
activities, collaborative projects, and open communication channels.

Karabiik University’s administrative units could organize social events
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(e.g., team picnics, sports tournaments) or establish digital platforms
(e.g., internal communication apps) to encourage knowledge sharing.
Such initiatives would enhance behaviors like altruism and courtesy,
creating a positive workplace atmosphere. Collaborative projects
would also boost employees” motivation to support each other,
improving process efficiency.

Second, the effect of trust in managers on conscientiousness,
courtesy, and sportsmanship underscores the importance of
leadership training. Karabiik University managers could be trained in
open communication, fair management, and supportive behaviors.
Leadership development programs could focus on valuing employee
input, providing effective feedback, and implementing fair reward
systems. These efforts would encourage behaviors like process
improvement, politeness, and patience in challenging conditions.
Regular one-on-one meetings with employees could make them feel
valued, indirectly boosting OCB.

Third, the effect of trust in the organization on altruism,
courtesy, and civic virtue highlights the importance of transparent and
fair organizational policies. Karabiik University could enhance trust by
implementing fair promotion and reward systems, transparent
decision-making processes, and policies that encourage employee
participation. Regular meetings to gather staff input or platforms for
contributing to organizational processes could increase commitment
to organizational goals, fostering civic virtue. Ensuring transparency
in decision-making and valuing employee suggestions would further

strengthen trust.
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Fourth, public-sector organizations like Karabiik University
could adopt flexible work arrangements or support programs to
balance workloads and encourage OCB. Digital tools (e.g., task
management software) or task-sharing systems could reduce
workload, boosting employees” motivation for voluntary behaviors.
Programs supporting employee well-being (e.g., stress management
training, family-friendly policies, psychological support) could
strengthen the trust environment, indirectly fostering OCB. Given the
intense workload of administrative staff, work-life balance policies
could enhance productivity in both work and personal life.

Finally, organizations could develop reward and recognition
systems to encourage OCB. Karabiik University could launch an
“employee of the month” program or hold award ceremonies to
recognize behaviors like altruism or civic virtue. Such initiatives would
boost motivation for OCB and reinforce a trust-based culture,
enhancing job satisfaction and organizational commitment.

Limitations and Suggestions for Future Research

While this study provides valuable insights into the
relationship between organizational trust and OCB, it has some
limitations. First, its cross-sectional design limits causal inferences.
Longitudinal studies are needed to understand how the effect of trust
on OCB evolves over time.

Second, the study is limited to Karabiik University’s
administrative staff, which may restrict the generalizability of findings
to other sectors or cultural contexts. The hierarchical and collectivist
structure of the Turkish public sector may involve context-specific

factors shaping the trust-OCB relationship.
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Third, the study focused on direct relationships between trust
and OCB, without exploring mediators or moderators. Variables like
job  satisfaction, organizational commitment, or perceived
organizational support could mediate this relationship. Future studies
could include such variables to explore the psychological and
organizational mechanisms underlying the trust-OCB link.

The following suggestions are offered for future research:

First, dyadic approaches could be used to further explore the
effect of trust in coworkers on OCB. Given the collectivist norms in
Turkish culture, which emphasize interdependence, trust perceptions
among team members and their impact on OCB could be analyzed by
collecting data from both parties.

Second, the potential negative consequences of OCB should be
addressed. Literature suggests that excessive OCB can disrupt
employees’ own tasks, lead to burnout, or weaken formal systems (e.g.,
training or performance evaluation) (Bolino et al., 2004; Koopman et
al., 2016). In the Turkish public sector, the long-term effects of OCB
under heavy workloads should be examined, along with whether
collectivist norms drive excessive OCB and its impact on employee
well-being.

Third, cross-cultural comparative studies could clarify the
dynamics of the trust-OCB relationship across different contexts.
While Turkey’s collectivist culture may explain the strong effect of
trust in coworkers, trust in the organization or managers may be more
influential in individualistic cultures (e.g., the U.S. or Europe). Such
studies could identify universal and context-specific elements,

contributing to the cross-cultural organizational behavior literature.
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Conclusion

This study, grounded in social exchange theory, examined the
effect of organizational trust on OCB dimensions among Karabiik
University’s administrative staff. The findings reveal that trust
influences OCB in varying ways, with trust in coworkers having a
strong effect on all OCB dimensions. Trust in the organization
supports altruism, courtesy, and civic virtue, while trust in managers
fosters conscientiousness, courtesy, and sportsmanship. These results
confirm trust as a fundamental mechanism shaping voluntary
contributions in the Turkish public sector. By supporting social
exchange and social capital theories in the Turkish context, the study
highlights how collectivist norms strengthen team-based trust and
OCB. Emphasizing the potential of a trust-based culture to enhance
organizational efficiency through OCB, this study provides valuable

insights for sustainable success in the Turkish public sector.

References

Allen, T. D., Regina, J.,, Wiernik, B. M., & Waiwood, A. M.
(2023). Toward a Better Understanding of the Causal Effects of Role
Demands on Work-Family Conflict: A Genetic Modeling Approach.
Journal of Applied Psychology, 108(3), 520-539. d0i:10.1037/apl0001032

Amstad, F. T., Meier, L. L., Fasel, U,, Elfering, A., & Semmer, N.
K. (2011). A Meta-Analysis of Work-Family Conflict and Various
Outcomes with a Special Emphasis on Cross-Domain versus
Matching-Domain Relations. Journal of Occupational Health Psychology,
16(2), 151-169. d0i:10.1037/a0022170

JEBM
Ekonomi, isletme ve Yonetim Dergisi
Journal of Economy, Business, and Management
ISSN: 2602-4195

119



Gokhan OZDEMIR, Ozan BUYUKYILMAZ

Anderson, J. C., & Gerbing, D. W. (1988). Structural Equation
Modeling in Practice: A Review and Recommended Two-Step
Approach. Psychological Bulletin, 103(3), 411-423. doi:10.1037/0033-
2909.103.3.411

Aryee, S., Budhwar, P. S, & Chen, Z. X. (2002). Trust as a
Mediator of the Relationship Between Organizational Justice and
Work Outcomes: Test of a Social Exchange Model. Journal of
Organizational Behavior, 23(3), 267-286. doi:10.1002/job.138

Asunakutlu, T. (2002). Orgiitsel Giivenin Olusturulmasmna
fligkin Unsurlar ve Bir Degerlendirme. [An Evaluation Of The Factors
Related To Creation Of Organizational Trust]. Mugla Universitesi Sosyal
Bilimler Enstitiisii Dergisi(9), 1-13.

Bakker, A. B., & Demerouti, E. (2017). Job Demands—Resources
Theory: Taking Stock and Looking Forward. Journal of Occupational
Health Psychology, 22(3), 273-285. d0i:10.1037/0cp0000056

Barnard, C. I. (1938). The Functions of the Executive. Cambridge,
MA, US: Harvard University Press.

Blau, P. M. (1964). Exchange and Power in Social Life. New

Brunswick, USA: Transaction Publishers.

Bolat, T. (2008). Doniisiimcii Liderlik, Personeli Giiglendirme ve
Orgiitsel Vatandashik Davranist Iliskisi. Ankara: Detay Yaymncilik.

Bolino, M. C., Turnley, W. H., & Niehoff, B. P. (2004). The Other
Side of the Story: Reexamining Prevailing Assumptions about
Organizational Citizenship Behavior. Human Resource Management

Review, 14(2), 229-246. doi:10.1016/j.hrmr.2004.05.004

JEBM
Ekonomi, isletme ve Yonetim Dergisi
Journal of Economy, Business, and Management
ISSN: 2602-4195

120



Organizational Trust and Its Impact on Employees’ Voluntary Contributions: A
Study on Organizational Citizenship Behavior

Biiylikyillmaz, O., & Alper Ay, F. (2017). Etik Liderligin
C)rgiitsel Vatandaglik Davranisina Etkisinde C)rgﬁtsel Adaletin
Aracilik Rolii. [The Mediating Role of Organizational Justice on the
Impact of Ethical Leadership on Organizational Citizenship Behavior].
Hitit Universitesi Sosyal Bilimler Enstitiisii Dergisi, 10(1), 209-233.
doi:10.17218/hititsosbil 305431

Bilyiikyllmaz, O. & Fidan, Y. (2017). Algilanan Orgiitsel
Destegin Orgiitsel Vatandaghk Davramgt Uzerindeki Etkisinde
Orgiitsel Giivenin Aracilik Rolii. [The  Mediating Role of
Organizational Trust in the Effect of Perceived Organizational
Support on Organizational Citizenship Behavior]. Business and
Management  Studies: An  International  Journal, 5(3), 500-524.
doi:10.15295/BMI].V5i3.143

Biiylikyilmaz, O., & Koyuncu, H. (2020). Psikolojik S6zlesme
Thlal Algisinin Orgiitsel Giiven ve Orgiitsel Ozdeslesmeye Etkisini
Belirlemeye Yonelik Universite Calisanlar1 Uzerinde Bir Arastirma.
[An Investigation on the Effect of Employees’” Perceptions of
Psychological Contract Breach on Organizational Trust and
Organizational Identification]. Anemon Mus Alparslan Universitesi

Sosyal Bilimler Dergisi, 8(4), 1191-1199. doi:10.18506/anemon.636015

Byrne, B. M. (2016). Structural Equation Modeling with Amos:
Basic Concepts, Applications, and Programming (3. ed.). New York:

Routledge.

Canning, E. A., Murphy, M. C., Emerson, K. T. U., Chatman, J.
A., Dweck, C. S., & Kray, L. J. (2020). Cultures of Genius at Work:

Organizational Mindsets Predict Cultural Norms, Trust, and

JEBM
Ekonomi, isletme ve Yonetim Dergisi
Journal of Economy, Business, and Management
ISSN: 2602-4195

121



Gokhan OZDEMIR, Ozan BUYUKYILMAZ

Commitment. Personality and Social Psychology Bulletin, 46(4), 626-642.
doi:10.1177/0146167219872473

Celik, M., & Cira, A. (2013). Orgiitsel Vatandaslik Davraniginin
Is Performansi ve Isten Ayrilma Niyeti Uzerine Etkisinde Asiri Is
Yiikiiniin Aracilik Rolii. [The Mediating Role of Work Overload on the
Effects of Organizational Citizenship Behavior on Job Performance and

Turnover Intention]. Ege Academic Review, 13(1), 11-20.

Dai, Y, Tang, Y. M., Chen, W., & Hou, J. (2022). How
Organizational Trust Impacts Organizational Citizenship Behavior:
Organizational Identification and Employee Loyalty as Mediators.

Front Psychol, 13, 996962. doi:10.3389/fpsyg.2022.996962

Deluga, R.]J. (1994). Supervisor Trust Building, Leader-Member
Exchange and Organizational Citizenship Behaviour. Journal of
Occupational — and  Organizational — Psychology,  67(4), 315-326.
doi:10.1111/j.2044-8325.1994.tb00570.x

Demir, K., & Sagli, B. (2022). Ortaokullarda Gorev Yapan
Ogretmenlerin Orgiitsel Giiven ve Orgiitsel Adalet Algilarinin Is
Doyumlar1 Aracilifiyla Motivasyonlarina Etkisi. [The Effect of
Organizational Trust and Organizational Justice Perceptions of
Teachers Working in Secondary Schools on their Motivation through
Job Satisfaction]. Pamukkale Universitesi Egitim Fakiiltesi Dergisi(55), 46-
71. doi:10.9779/pauefd.980090

Dirks, K. T., & Ferrin, D. L. (2002). Trust in Leadership: Meta-
Analytic Findings and Implications for Research and Practice. Journal

of Applied Psychology, 87(4), 611-628. doi:10.1037/0021-9010.87.4.611

JEBM
Ekonomi, isletme ve Yonetim Dergisi
Journal of Economy, Business, and Management
ISSN: 2602-4195

122



Organizational Trust and Its Impact on Employees’ Voluntary Contributions: A
Study on Organizational Citizenship Behavior

Diisiikcan, M., & Tutus, N. (2023). Akademisyenlerin C)rgﬁtsel
Giiven Diizeyleri Ile Orgiitsel Vatandaglik Davranisi Arasindaki
fliskilerin Incelenmesi. [Examination of the Relations Between
Academiciansé&#039; Organizational Trust Levels and Organizational
Citizenship Behavior]. Bingdl Universitesi Iktisadi ve Idari Bilimler

Fakiiltesi Dergisi, 7(1), 81-95. d0i:10.33399/biibfad.1211077

Dyne, L. V., Vandewalle, D., Kostova, T., Latham, M. E., &
Cummings, L. L. (2000). Collectivism, Propensity to Trust and Self-
Esteem as Predictors of Organizational Citizenship in A Non-Work
Setting.  Journal  of  Organizational — Behavior,  21(1),  3-23.
doi:10.1002/(SICI)1099-1379(200002)21:1<3::AID-JOB47>3.0.CO;2-6

Fulmer, C. A., & Gelfand, M. J. (2012). At What Level (and in
Whom) We Trust: Trust Across Multiple Organizational Levels. Journal
of Management, 38(4), 1167-1230. doi:10.1177/0149206312439327

Galioto, M., Pedone, F., Vantarakis, A., La Marca, A., & Bianco,
A. (2025). University, Social Media, and Student Engagement: The
Challenge of "Trust" In Organizational Communication. A Voice From
European University Researchers to Foster Inclusion in Higher
Education. Frontiers in Communication, 10, 1546333.

doi:10.3389/fcomm.2025.1546333

Gould-Williams, J. (2003). The Importance of HR Practices and
Workplace Trust in Achieving Superior Performance: A Study of
Public-Sector Organizations. The International Journal of Human

Resource Management, 14(1), 28-54. doi:10.1080/09585190210158501

JEBM
Ekonomi, isletme ve Yonetim Dergisi
Journal of Economy, Business, and Management
ISSN: 2602-4195

123



Gokhan OZDEMIR, Ozan BUYUKYILMAZ

Hair, J. F., Black, W. C., Babin, B. J., & Anderson, R. E. (2019).
Multivariate Data Analysis (8. ed.). Andover, Hampshire, UK: Cengage

Learning.

Hoffman, B. J., Blair, C. A., Meriac, J. P., & Woehr, D. J. (2007).
Expanding the Criterion Domain? A Quantitative Review of the OCB
Literature.  Journal of Applied  Psychology, 92(2), 555-566.
doi:10.1037/0021-9010.92.2.555

Hofstede, G. (1980). Culture’s Consequences: International
Differences in Work-Related Values. Beverly Hills, CA: Sage.

Hu, L.-t., & Bentler, P. M. (1999). Cutoff Criteria for Fit Indexes
in Covariance Structure Analysis: Conventional Criteria Versus New
Alternatives.  Structural =~ Equation  Modeling, ~ 6(1),  1-55.
doi:10.1080/10705519909540118

Ibrahim, M., & and Ribbers, P. M. (2009). The Impacts of
Competence-Trust and Openness-Trust on Interorganizational
Systems. European Journal of Information Systems, 18(3), 223-234.
doi:10.1057/ejis.2009.17

imamoglu, S. Z., Tiirkcan, H., & Birgiilen, 0. (2022). Orgiitsel
Vatandaglik Davranisi, Agik inovasyon ve Firma Performans: Iligkisi.
[The Relationship Between Organizational Citizenship Behavior, Open
Innovation and Firm Performance]. International Review of Economics

and Management, 10(1), 18-37. doi:10.18825/iremjournal. 1061261

Kahkonen, T., Blomqvist, K., Gillespie, N., & Vanhala, M.
(2021). Employee Trust Repair: A Systematic Review of 20 Years of
Empirical Research and Future Research Directions. Journal of Business

Research, 130, 98-109. d0i:10.1016/j.jbusres.2021.03.019

JEBM
Ekonomi, isletme ve Yonetim Dergisi
Journal of Economy, Business, and Management
ISSN: 2602-4195

124



Organizational Trust and Its Impact on Employees’ Voluntary Contributions: A
Study on Organizational Citizenship Behavior

Karagoz, H., & Erdogan, P. (2023). C)rgﬁtsel Gilivenin ig
Tatminine Etkisi: Saglik Sektoriinde Bir Uygulama. [The Effect of
Organizational Trust on Job Satisfaction: An Application in the Health

Sector]. Uluslararas: Saglik Yonetimi ve Stratejileri Aragtirma Dergisi, 9(3),

361-374.

Katz, D.,, & Kahn, R. L. (1966). The Social Psychology of

Organizations. Oxford, England: Wiley.

Kline, R. B. (2023). Principles and Practice of Structural Equation
Modeling (5. ed.). New York: The Guilford Press.

Koopman, J., Lanaj, K., & Scott, B. A. (2016). Integrating the
Bright and Dark Sides of OCB: A Daily Investigation of the Benefits
and Costs of Helping Others. Academy of Management Journal, 59(2),
414-435. doi:10.5465/amj.2014.0262

Laufer, M., Deacon, B., Mende, M. A., & Schifer, L. O. (2025).
Leading with Trust: How University Leaders can Foster Innovation
with Educational Technology through Organizational Trust. Innovative

Higher Education, 50(1), 303-327. d0i:10.1007/s10755-024-09733-5

Lester, S. W., & Brower, H. H. (2003). In The Eyes of the
Beholder: The Relationship Between  Subordinates”  Felt
Trustworthiness and Their Work Attitudes and Behaviors. Journal of
Leadership & Organizational Studies, 10(2), 17-33.
doi:10.1177/107179190301000203

Liu, X,, Kassa, A., & Tekleab, A. G. (2025). Are Intrateam Trust
and Organizational Trust Substitutable? Effects on Team Reflexivity,
Engagement and Performance. Journal of Business Research, 189, 115164.

doi:10.1016/j.jbusres.2024.115164

JEBM
Ekonomi, isletme ve Yonetim Dergisi
Journal of Economy, Business, and Management
ISSN: 2602-4195

125



Gokhan OZDEMIR, Ozan BUYUKYILMAZ

Liu, X.,, Kim, S., & Love, A. (2025). The Impact of Social
Exchange on Referees’ Job Satisfaction: Mediating Effect of
Organizational Trust. SAGE Open, 15(1), 21582440251329538.
doi:10.1177/21582440251329538

Mayer, R. C., Davis, J. H.,, & Schoorman, F. D. (1995). An
Integrative Model of Organizational Trust. The Academy of Management
Review, 20(3), 709-734. doi:10.2307/258792

McAllister, D. J. (1995). Affect- and Cognition-Based Trust as
Foundations for Interpersonal Cooperation in Organizations. The

Academy of Management Journal, 38(1), 24-59. doi:10.2307/256727

Mishra, J, & Morrissey, M. A. (1990). Trust in
Employee/Employer Relationships: A Survey of West Michigan
Managers.  Public  Personnel =~ Management,  19(4),  443-486.
doi:10.1177/009102609001900408

Moorman, R. H. (1991). Relationship between Organizational
Justice and Organizational Citizenship Behaviors: Do Fairness
Perceptions Influence Employee Citizenship? Journal of Applied
Psychology, 76(6), 845-855. d0i:10.1037/0021-9010.76.6.845

Mousa Alriyami, H., Alneyadi, K., Alnuaimi, H., & Kampouris,
I. (2024). Employees Trust, Perceived Justice, on Task Performance:
Mediating and Moderating Role of Autonomy and Organizational
Culture. International Journal of Industrial Ergonomics, 104, 103647.
doi:10.1016/j.ergon.2024.103647

Nunnally, J. C., & Bernstein, I. H. (1994). Psychometric Theory (3.
ed.). New York: McGraw-Hill Inc.

JEBM
Ekonomi, isletme ve Yonetim Dergisi
Journal of Economy, Business, and Management
ISSN: 2602-4195

126



Organizational Trust and Its Impact on Employees’ Voluntary Contributions: A
Study on Organizational Citizenship Behavior

Organ, D. W. (1988). Organizational Citizenship Behavior: The

Good Soldier Syndrome. Lexington, MA: Lexington.

Organ, D. W. (1997). Organizational Citizenship Behavior: It's
Construct Clean-Up Time. Human Performance, 10(2), 85-97.
doi:10.1207/s15327043hup1002_2

Organ, D. W, & Ryan, K. (1995). A Meta-Analytic Review of
Attitudinal and Dispositional Predictors of Organizational Citizenship
Behavior. Personnel Psychology, 48(4), 775-802. doi:10.1111/j.1744-
6570.1995.tb01781.x

Ozgeldi, M., & Hamitoglu, E. (2019). The Effects of
Organizational Trust on Turnover Intention. Financial and Credit

Activity-Problems of Theory and Practice, 1(28), 488-494.

Ozkan Canbolat, E., Erenler Tekmen, E., & Cobutoglu, R.
(2023). The Effect of Different Dimensions of Trust on Employee’s
Performance: Fuzzy Logic Model. Istanbul Business Research, 52(3), 481-
495. doi:10.26650/ibr.2023.52.1106848

Ozliik, B, & Baykal, U. (2020). Organizational Citizenship
Behavior among Nurses: The Influence of Organizational Trust and
Job Satisfaction. Florence Nightingale | Nurs, 28(3), 333-340.
doi:10.5152/FNJN.2020.19108

Podsakoff, N. P., Whiting, S. W., Podsakoff, P. M., & Blume, B.
D. (2009). Individual- and Organizational-Level Consequences of
Organizational Citizenship Behaviors: A Meta-Analysis. Journal of

Applied Psychology, 94(1), 122-141. doi:10.1037/a0013079

Podsakoff, P. M., MacKenzie, S. B., Paine, J. B., & Bachrach, D.

G. (2000). Organizational Citizenship Behaviors: A Critical Review of

JEBM
Ekonomi, isletme ve Yonetim Dergisi
Journal of Economy, Business, and Management
ISSN: 2602-4195

127



Gokhan OZDEMIR, Ozan BUYUKYILMAZ

the Theoretical and Empirical Literature and Suggestions for Future
Research. Journal of Management, 26(3), 513-563.
doi:10.1177/014920630002600307

Razig, M. M., Wazir, R.,, Memon, M. A, Rice, J. L., & Moazzam,
M. (2025). Empowering Leadership, Employee Organizational
Commitment and Organizational Citizenship Behavior: The Roles of
Leader Authenticity and Trust. International Journal of Productivity and
Performance Management, 74(1), 81-106. doi:10.1108/IJPPM-09-2023-
0489

Robinson, S. L., & Morrison, E. W. (1995). Psychological
Contracts and OCB - The Effect of Unfulfilled Obligations on Civic
Virtue Behavior. Journal of Organizational Behavior, 16(3), 289-298.
doi:10.1002/job.4030160309

Schoorman, F. D., Mayer, R. C.,, & Davis, J. H. (2007). An
Integrative Model of Organizational Trust: Past, Present, and Future.
The  Academy  of  Management  Review,  32(2),  344-354.
doi:10.2307/20159304

Settoon, R. P., & Mossholder, K. W. (2002). Relationship Quality
and Relationship Context as Antecedents of Person-And Task-Focused
Interpersonal Citizenship Behavior. Journal of Applied Psychology, 87(2),
255-267. doi:10.1037/0021-9010.87.2.255

Sims, R. L., Barreto, T. S., Sell, K. M., Lawrence, E. T., &
Seymour, P. (2024). Resolving Organizational Peer Conflict via
Integrative Behaviors: The Role of Trust and Informational Support.
International ~ Journal of Conflict Management, 35(3), 471-487.
doi:10.1108/IJCMA-05-2023-0084

JEBM
Ekonomi, isletme ve Yonetim Dergisi
Journal of Economy, Business, and Management
ISSN: 2602-4195

128



Organizational Trust and Its Impact on Employees’ Voluntary Contributions: A
Study on Organizational Citizenship Behavior

Smith, C. A., Organ, D. W., & Near, ]. P. (1983). Organizational
Citizenship Behavior: Its Nature and Antecedents. Journal of Applied
Psychology, 68(4), 653-663. d0i:10.1037/0021-9010.68.4.653

Sener, M., & Biiylikyllmaz, O. (2021). Gonillii Calisma ve
Orgiitsel Vatandaglik Davranisi: Karabiik Genglik Merkezinde Bir
Arastirma. [Volunteer Work and Organizational Citizenship Behavior:
A Research in Karabuk Youth Center]. Yonetim, Ekonomi ve Pazarlama

Arastirmalart Dergisi, 5(2), 95-110. doi:10.29226/TR1001.2020.252

Tan, H. H., & and Lim, A. K. H. (2009). Trust in Coworkers and
Trust in Organizations. The Journal of Psychology, 143(1), 45-66.
doi:10.3200/JRLP.143.1.45-66

Tokgdz, E., & Aytemiz Seymen, O. (2013). Orgiitsel Giiven,
Orgﬁtsel Ozdeslesme ve C)rgﬁtsel Vatandaglik Davranisi Arasindaki
[liski: Bir Devlet Hastanesinde Arastirma. [Relationship Between
Organizational =~ Trust,  Organizational  Identification  and
Organizational Citizenship Behavior: A Study at A State Hospital].
Oneri Dergisi, 10(39), 61-76. doi:10.14783/0d.v10i39.1012000308

Tyler, T. R., & Blader, S. L. (2003). The Group Engagement
Model: Procedural Justice, Social Identity, and Cooperative Behavior.
Personality — and  Social ~ Psychology — Review, 7(4), 349-361.
doi:10.1207/s15327957pspr0704_07

Uyar, S. (2024). Algilanan Orgiitsel Destek ile Orgiitsel Baglilik
Arasindaki Iliskinin Incelenmesi: Saglik Calisanlar: Uzerine Bir
Aragtirma. [Examining the Relationship Between Perceived

Organizational Support and Organizational Commitment: A Study on

JEBM
Ekonomi, isletme ve Yonetim Dergisi
Journal of Economy, Business, and Management
ISSN: 2602-4195

129



Gokhan OZDEMIR, Ozan BUYUKYILMAZ

Health Employee]. Manisa Celal Bayar University Journal of Social
Sciences, 22(3), 174-187. doi:10.18026/cbayarsos.1469734

Whitener, E. M., Brodt, S. E., Korsgaard, M. A., & Werner, J. M.
(1998). Managers as Initiators of Trust: An Exchange Relationship
Framework for Understanding Managerial Trustworthy Behavior. The
Academy of Management Review, 23(3), 513-530. d0i:10.2307/259292

Williams, L. J., & Anderson, S. E. (1991). Job Satisfaction and
Organizational Commitment as Predictors of Organizational
Citizenship and In-Role Behaviors. Journal of Management, 17(3), 601-
617. d0i:10.1177/014920639101700305

Wu, C.-M.,, Chen, T.-J.,, & Wang, Y.-C. (2023). Formation of
Hotel Employees’ Service Innovation Performance: Mechanism of
Thriving at Work and Change-Oriented Organizational Citizenship
Behavior. Journal of Hospitality and Tourism Management, 54, 178-187.
doi: 10.1016/j.jhtm.2022.12.015

Yesil, S., & (")zbaglg, A. (2022). Orgﬁtsel Giiven, Bilgi Paylagimi1
ve Orgiitsel Yenilikcilik Uzerine Bir Alan Calismast. [A Field Study on
Organizational Trust, Knowledge Sharing and Innovation]. Hatay
Mustafa Kemal Universitesi Sosyal Bilimler Enstitiisii Dergisi, 19(49), 72-
97.

JEBM
Ekonomi, isletme ve Yonetim Dergisi
Journal of Economy, Business, and Management
ISSN: 2602-4195

130



