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ABSTARCT 
 
 The main purpose of this research is to clarify the role of trust in organizational commitment. The research 
hypotheses were formulated considering trust  (disposition-based trust, cognition-based trust, and affect-based 
trust) and organizational commitment variables (affect-based, continuance, and normative commitments). This 
is a correlation-based research and statistical population consisted of the entire personnel of Ardebil's Rural 
Sewage Office. According to Cochran's Sampling Formula, 76 participants were chosen out of a total of 95 
people as research sample. In order to collect data, a 29-item questionnaire was designed and distributed among 
sample members and eventually 66 filled-out questionnaires were collected. Validity of this research-made 
questionnaire was ensured by professional authorities and its reliability was confirmed by Cronbach's alpha 
coefficient. In terms of coefficient of correlation, results of statistical analysis by the use of SPSS Software 
reveals that there is a significant and meaningful relationship between employee organizational trust and 
commitment (affect-based, continuance, and normative commitments).Also, Friedman Test showed that from 
the viewpoint of Ardebil's Rural Sewage Office personnel, trust and organizational commitment variables do not 
have the same priority as well as importance. Among trust dimensions cognition-based trust, affect-based trust, 
and disposition-based trust while among the organizational commitment dimensions continuance, normative, 
and affect-based commitments respectively have the highest priority. 
 
Key words: Affect-based Commitment; Continuance Commitment; Normative Commitment; Organizational 

Commitment; Trust.  
 
Introduction 
 
 Mutual trust between office staff and manager is 
one of the most important needs of the employees in 
organization. A high level of trust in organizations 
leads to lower expenses in evaluation as well as in 
other control mechanisms .Thus, employees will 
control themselves and gain internal motivations. 
Considering the fact that creating trust causes 
organizational effectiveness and expense reduction in 
control and evaluation, therefore, recognizing trusts 
along with its dimensions becomes necessarily 
significant. Organizational commitment can be 
influenced by this issue. 
 Recent studies show that 75 percent of staff are 
looking for a new job. Among them, 43 percent want 
to make more money and 35 percent are dissatisfied 
with their current employer. Managers ought to be 
worried about this, because staff replacement 
expenses might be vey high. It is estimated that these 
expenses for replacing a part-time laborer is 0/5 of 
annual wage along with premium and for an 
employed staff costs 1/5 of annul wage along with 

premium and also for a manager is 1/5 of annual 
wage along with premium. Why this much 
expensive? These estimations include various 
expenses such as organizational expenses needed for 
redundancy making, employing new staff, training 
and familiarizing newly employed people. Also, they 
include hidden expenses like spirit reduction, wasted 
organizational knowledge, and wasted productivity.  
 In this research, we investigate the relationship 
and correlation between trust and organizational 
commitment. We intend to figure out which variables 
of trust and organizational commitment have 
priorities in the current population. 
 
Theoretical Framework of Research: 
 
Trust: 
 
 Trust refers to a person's propensity to 
experience vulnerability and hazard on behalf of a 
competent authority and this propensity is based on 
positive expectations of the competent authority's 
thoughts and performance. [1]   
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 Trust might depend upon many factors. 
Sometimes trust is disposition based. It means that 
personal characteristics of a person have a general 
tendency to trust others. Sometimes trust is cognition 
based which means trust depends upon a logical 
evaluation of credible people's reliability. Also, there 
is an affect-based trust which refers to the fact that 
trust depends upon emotions which are related to 
competent people and lacks any kind of logical 
evaluation [2]. 
 
Disposition-based Trust: 
 
 This kind of trust mostly deals with the one who 
trusts. Some people have trust propensity. They trust 
and rely on other people's expressions, sayings, and 
promises [3].  Some people say that this kind of trust 
propensity represents a kind of "belief and faith in 
human's essence". In fact, people have a favorable 
and optimistic opinion about others rather than a 
pessimistic one [4]. The importance of trust 
propensity is more tangible when dealing with 
strangers and despite vulnerability and hazard, there 
is trust even though it might be slight. A researcher 
once said:" If we trust all we are doomed to failure 
and if we trust nobody again we are doomed to 
failure to the same extent [5]. 
 
Cognition-based Trust: 
 
 In this viewpoint, the cognition gained from 
competent people rather than our character and 
disposition results in trust. Here, cognition-based 
trust is controlled by a competent person's 
background. Studies show that in order to trust a 
person we measure his background in three 
dimensions: Competence, Character, and 
Benevolence [1, 6]. 
 The first aspect of trustworthiness is competence 
which is defined as skills, capabilities, and field of 
expertise which enables a competent person to 
succeed in a particular situation. Think about the 

process of your decision making when you choose a 
doctor, lawyer, or a mechanic. Undoubtedly, you 
consider competence in the first place because if they 
can not distinguish a kitchen knife from a scalpel, a 
gearshift from a crankshaft, nor recognize crime, you 
won’t trust them [7]. The second aspect of 
trustworthiness is character and is defined as a 
concept that a competent person has a set of values 
and principles which are acceptable for the person 
who trusts. When it seems that people have credible 
traits and character it means that they are perfect and 
have no weaknesses and their thoughts along with 
goals are appropriate and honest. Also, character 
relates speech to action, namely competent 
authorities keep their promise and do what they say 
[8]. The third aspect of trustworthiness is 
benevolence. Here, the competent authority without 
any selfishness and opportunist policies tries to be 
beneficial for the one who trusts. When the trustee 
authorities are considered as benevolent they ought 
to pay more attention to employees, behave them 
well, and be faithful to them. Obviously, 
benevolence along with competence and particular 
traits establish a set of reasons because of which a 
competent person becomes trustworthy.  
 
Affect-based Trust: 
 
 Although competence, character, and 
benevolence are three good reasons to trust a 
competent authority, the third kind of trust 
practically does not have any roots in reasoning. 
Affect-based trust has a sensational aspect rather than 
a rational and logical one. Here, we trust because we 
show some kind of feelings toward the others: we 
truly like them. These kinds of feelings encourage us 
to accept others. We trust them because we simply 
like them. Influence-based trust is proposed as a 
supplement for all the other kinds of trust. Various 
kinds of trusts which can be created in the course of 
time are shown in the following figure [2]: 

  

 
 
Fig. 1: Various kinds of Trusts in the course of time. 
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Organizational Commitment: 
 
 Having organizational commitment is one of the 
fundamental factors in human performance. 
Organizational commitment influences people's 
behavior [9]. Commitment shows a person's 
interdependence to organization and without 
employees' commitment and endeavor success can 
never be achieved. Organizational commitment has 
been under a lot of consideration due to its 
relationship with motivation, job involvement, 
absence, and job desertion [10]. Organizational 
commitment has been defined as an emotional bond 
between staff and their organization. It is an 
important occupational and organizational approach 
on which many studies have been conducted in 
recent years. A great number of theories have been 
offered in this regard. One of them is the three-
dimensional model of Meyer and Allen which has 
been named respectively as affect-based, 
continuance, and normative commitment [11]. 
 Organizational commitment is defined as staff 
willingness to remain as a member of organization. It 
influences remaining of a staff as a member of 
organization, their desertion, and their search for new 
jobs. Voluntary desertion refers to the time when an 
employee decides to resign, but non-voluntary 
desertion refers to the time when an organization 
expels him for some reasons [12]. Here, we mostly 
pay attention to reducing voluntary desertion-
maintaining   those staff whom the organization 

intends to have. Those staff who are not committed 
to their organization will develop withdrawal 
behavior [13]. In fact, they try to avoid their 
responsibilities at work which ultimately ends up in 
resignation. But, those who are not satisfied with 
their job show withdrawal behavior instead of a 
sense of commitment [6].             
 Table 1 shows a possible list of this kind. The 
column on the left shows some emotional reasons to 
stay in the organization such as friendship, 
organization's environment and culture, and taking 
pleasure in accomplishing your duties. These kinds 
of emotional reasons lead to affective commitment 
which is defined as a person's willingness to stay in 
an organization due to emotional dependence upon 
organization. In other words, you stay in the 
organization simply because you like to stay. The 
middle column shows some reasons to stay based on 
expenses including salary, premium, promotion, and 
also anxiety about family losses. These reasons lead 
to continuance commitment which is defined as 
person's willingness to stay in an organization due to 
being aware of deserting it. In other words, you stay 
simply because you need to stay. The column on the 
right shows some reasons based on compulsion to 
stay in an organization such as a sense of liability to 
the manager, co-workers, or the organization. These 
reasons lead to normative commitment which is 
defined as person's willingness to stay in an 
organization due to a sense of compulsion. In this 
case, you stay because you must stay.

      

 
 
Fig. 2: Organizational commitment and employee withdrawal behavior. 
 
Table 1: Different Kinds of Organizational Commitments. 

Whatever makes a person to stay in an organization?
Affective Commitment        Continuance Commitment       Normative Commitment 

Emotion-based reasons Cost-based reasons Obligation-based reasons 
If I desert the organization I will lose 

some of my friends. 
I will soon get a promotion. Will I make a 
quick progress in the new organization? 

My manager has spent a lot of time on my 
training and instructing. 

I really like my current work environment 
because it is relaxing. 

I could afford to buy a good house with 
my salary. Cost of living in this new area 

is high. 

This organization employed me when 
others thought I didn't meet the 
requirements to be employed. 

My responsibilities are great. I enjoy 
coming to work every morning. 

Here we have good schools and 
educational system. My wife has a good 
job too. We are actually accustomed to 

here. 

How can I leave my employer?  Because he 
has helped me out when I was in trouble. 

 

You stay because you like to stay. You stay because you need to stay. You stay because you ought to. 
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 These three kinds of organizational 
commitments combine together and create mental 
dependence to organization.  

 After the study of literature frame work, 
conceptual model and hypotheses of this research 
shown in following: 

 

 
 
Research Hypotheses: 
 
Table 2: Cronbach's alpha related to the questionnaire's dimensions. 

Cronbach's alpha Dimensions 
0/89 Disposition-based Trust 
0/89Cognition-based Trust 
0/86 Affect-based trust 
0/85 Affectionate Commitment 
0/72 Normative Commitment 
0/79 Continuance Commitment 

 
Main hypothesis: There is a meaningful 
l relationship between employees' organizational 
trust and organizational commitment. 
Secondary hypothesis 1: There is a meaningful 
relationship between organizational trust and affect-
based commitment.  
Secondary hypothesis 2: There is a meaningful 
relationship between organizational trust and 
normative commitment. 
Secondary hypothesis 3: There is a meaningful 
relationship between organizational trust and 
continuance commitment. 

Secondary hypothesis 4: Organizational trust 
variables do not have the same importance and 
priority. 
Secondary hypothesis 5: Organizational commitment 
variables do not have the same importance and 
priority. 
 
Materials and Methods 
 
 The research method is based on correlation. In 
fact, the relationship among variables is considered. 
Correlation analysis evaluates some variables which 
are expected to have relationship with another 
variable. Statistical population consists of the entire 
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personnel of Ardebil's Rural Sewage Office. A 
researcher-made questionnaire was used in order to 
conduct field data collection. The population 
includes 95 participants and with regard to 
qualitative variables as well as Cochran's Sampling 
Formula a sample of 86 participants were chosen: 
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 A total of 76 questionnaires were handed out 
randomly among the participants and eventually 69 
filled-out questionnaires were collected and 
analyzed. 
 The questionnaire which was designed based on 
theoretical principles and operational definitions was 

confirmed by some academic authorities. Validity 
was ensured and as for reliability Cronbach's alpha 
was estimated. 
 
Results and Discussion 
 
 Correlation analysis was used in order to 
determine and measure the relationship.  
Statistical analysis of the research hypotheses are as 
follows: 
 
Main hypothesis: 
 
 There is a meaningful relationship between 
employees' organizational trust and organizational 
commitment. 

 
Table 3: The correlation between organizational trust and organizational commitment. 

  Organizational trust Organizational commitment 
Organizational trust Pearson Correlation 1 .726** 

Sig. (2-tailed)  .000 
N 69 69 

Organizational commitment Pearson Correlation .726** 1 
Sig. (2-tailed) .000  

N 69 69 
*Correlation is significant at the level of 0/01 

 
 Table 3 shows Sig. (2-tailed) <0/01. As a result, 
there is a positive and direct relationship between 
organizational trust and organizational commitment. 
There is a high and significant correlation between 
these two variables at the level of 0/99.    

Secondary hypothesis 1: There is a meaningful 
relationship between organizational trust and affect-
based commitment.  

 
Table 4: The correlation between organizational trust and affect-based commitment. 

  Organizational trust. affect-based commitment 
Organizational trust. Pearson Correlation 1 .736** 

Sig. (2-tailed)  .000 
N 69 69 

affect-based commitment Pearson Correlation .736** 1 
Sig. (2-tailed) .000  

N 69 69 
*Correlation is significant at the level of 0/01  

 
 
Table 4 shows that there is a positive and direct 
relationship between organizational trust and affect-
based commitment and this correlation is significant 
at the level of 0/99.  

Secondary hypothesis 2: There is a meaningful 
relationship between organizational trust and 
normative commitment. 

 
Table 5: The correlation between organizational trust and normative commitment. 

  Organizational trust Normative commitment 
Organizational trust Pearson Correlation 1 .693** 

Sig. (2-tailed)  .000 
N 69 69 

Normative commitment Pearson Correlation .693** 1 
Sig. (2-tailed) .000  

N 69 69 
*Correlation is significant at the level of 0/01 

 
 Table 5 reveals that there is a positive and direct 
relationship between organizational trust and 
normative commitment and this correlation is 
significant at the level of 0/99.  

 Secondary hypothesis 3: There is a meaningful 
relationship between organizational trust 
andcontinuance commitment.  
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Table 6: The correlation between organizational trust and continuance commitment. 
  Organizational trust Continuance commitment 

Organizational trust Pearson Correlation 1 .631** 
Sig. (2-tailed)  .000 

N 69 69 
Continuance commitment Pearson Correlation .631** 1 

Sig. (2-tailed) .000  
N 69 69 

*Correlation is significant at the level of 0/01 
 

 

 

 
Table6 shows that there is a positive and direct 
relationship between organizational trust and 
continuance commitment and this correlation is 
significant at the level of 0/99. 
 The result of this research are aligned with the 
previous researches on this constructs. As [14] 
founded trust has a strong positive effective on 
commitment employee who are willing to be 
vulnerable to authorities tend to have higher levels of 

Affective ommitment and higher levels of  
Normative Commitment.  
 Secondary hypothesis 4: Organizational trust 
variables do not have the same importance and 
priority. 
As for testing this hypothesis, the Friedman Test was 
used in order to categorize organizational trust 
variables: 
 

 
Table 7: Organizational trust variables ranking. 

Variable Mean rank 
Affect-based trust 2.83 

Disposition-based trust 2.52 
Cognition-based trust 3.44 

 

 As it is shown, from the viewpoint of Ardebil's 
Rural Sewage Office personnel cognition-based trust, 
affect-based trust, and disposition-based trust have 
respectively the highest priority.   

 Secondary hypothesis 5: Organizational 
commitment variables do not have the same 
importance and priority. 
 As for testing this hypothesis, the Friedman Test 
was used in order to categorize organizational 
commitment variables: 

 
Table 8: Organizational citizen behavior variables ranking. 

Variable Mean rank 
Continuance commitment 3.40 
Affect-based commitment 3.02 
Normative commitment 3.08 

  
This hypothesis is also confirmed with a reliability of 
0/99. 
 Organizational commitment variables do not 
have the same importance and priority. From the 
employee viewpoint, continuance commitment, 
normative commitment, and affect-based 
commitment have respectively the highest priority.  
 
Research Suggestions: 
 
 Organizational trust is not the only way to 
enhance employee commitment. Along with other 
variables such as management style, payment 
system, development opportunities, the following 
occupational and organizational features are 
proposed to managers: 
* Realizing Managers' benevolence in their 
relationship with employees. 
* Establishing mutual trust in organizations between 
managers and co-workers. 
* Enhancing employee emotional bonds and 
involving them in organization's goals. 
* Removing occupational obstacles. 

* Improving social relationship networks at work. 
* Emphasizing the aspects which lead to 
organization's social value 
* Removing prejudice and employees' inappropriate 
relationships at working   environments. 
* Having relative authority to perform tasks. 
* Creating chances for employee innovation 
* Enriching jobs 
* Providing facilities 
*Assigning a high level of responsibility to 
employees in order to conduct their jobs  
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