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THE EFFECTS OF ORGANIZATIONAL TRUST
ON TURNOVER INTENTION

Abstract. Today where global competition, rapid and continuous change are being
experienced, it has become more difficult for enterprises to improve in production and management
process, to increase efficiency and quality, to reduce costs, to move fast, to renew technology, to
achieve flexible structure and to succeed by achieving superiority in the competition against its like.
These efforts which seek to increase operational efficiency are necessary in order to provide
competitive advantage today but insufficient. In order to provide and maintain competitive
advantage, it is also necessary to make innovation, to make difference, or to use available resources-
technology-knowledge in a way that will make a difference and produce new values. It is the human
resources that will produce new values, make a difference and implement the strategies for the
matter. However, the signs of negativity in human resources, such as high cost of human resources,
labour turnover, job dissatisfaction, a decrease in performance-efficiency-quality-motivation,
absenteeism are also factors that directly affect the performance of enterprises.

Therefore, what enterprises have to use to accomplish their objectives is the human
resources that are the source of providing a competitive advantage. In order for the human
resources to create value, it is required to determine and prepare the resources in line with the
strategies of the enterprise, to focus on the applications, programs, approaches that provide the
development, uncovering of its potential, utilization, motivation, resolution of problems, effective
use, production of new values, retention, loyalty, satisfaction, and so on.

The purpose of the study is to examine the impact of organizational trust on turnover
intention. In the study carried out for this purpose, trust scale and turnover intention scale have been
used. 228 people working in private sector in Istanbul have participated in the study. According to
the findings obtained from the analysis of the data, organizational trust significantly affects turnover
intention. In other words, 18% of the change upon the turnover intention can be explained by the
organizational trust ( R*=0.18).

Keywords: Organizational trust, trust in the manager, turnover intention, intention to leave,
private sector employees.
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E®EKTH OPTAHIBAIIIMHOI JOBIPU
CTOCOBHO HAMIPY IIVIMHHOCTI KAJIPIB

AHotauisi. CboroHi, Koy BigOyBalOThCs IN100aIbHI KOHKYPEHIIii, IBUIKI Ta Oe3nepepBHi
3MiHHM, MIOIPUEMCTBAM CTa€ BCE CKIIAIHINIE TMOJIMIIUTH MPOLEC BHUPOOHUIITBA Ta YIPABIIHHA,
MiABUIYBAaTH €(EKTUBHICTh Ta SIKICTh, 3HU3UTH BUTPATH, MIBUAKO PYXaTUCS, OHOBIIOBATH
TEXHOJIOTiI0, JOCATaTH THYYKOI CTPYKTYpH 1 JOMaraTHCs YCHiXy B JOCATHEHHI IepeBard B
KOHKYpeHIIii 3 moxioaumMu. Lli 3ycuis, cupsMOBaHi Ha IMiJABUIIECHHS ONEPAaTHBHOI e(heKTUBHOCTI,
HeoOXimH1 1yt 3a0e3neyeH s KOHKYPEHTHOT IepeBaru ChOrofHi, ajie BOHM HepocTaTHi. Jis Toro,
mo0 3abe3meynTH 1 30eperTd KOHKYPEHTHY IepeBary, HeoOXiHO TakoXX 3poOHWTH IHHOBAIII,
3pOOUTH PI3HMIIO a00 BUKOPHUCTATH HAsBHI PECYpCHU-TEXHOJIOTII-3HAHHS TaKUM YHHOM, MI00
3pOoOUTH PI3HHULIIO 1 CTBOPUTHU HOBI LiHHOCTI. Came JI0/ICBKI pecypcH, SKi OyayTh CTBOPIOBATH HOBI
LIHHOCTI, BIAPI3HATH Ta BOPOBAKYBATH CTparerii ansd nporo nutaHHs. OIHAK O3HAKU
HETaTUBHOCTI B JIIOJICBKUX pecypcax, Taki SK BHCOKa BapTICTh JIOACBKHX PECypCiB, TUIMHHICTH
po0oUoi cHiM, HE3aJ0BOJICHICTh pPOOOTOI0, 3HMKEHHS IPOTYKTUBHOCTI-€()EKTUBHOCTI-SKICTh-
MOTHBAIlis, BIICYTHICTh HAa poOOYOMY Miclli TakoX € (haKTopamu, siKi Oe3MocepeIHbO BIIMBAIOThH
Ha poOOTY MIIIPUEMCTB.

Tomy nroAChKi pecypcd — Iie Te, MO0 MiANPUEMCTBA MOBHHHI BHKOPHUCTOBYBAaTH JUIS
JOCSITHEHHSI CBOIX ILILJIeH, SIKi € JuKepelnoM 3a0e3MedYeHHs] KOHKYPEeHTHUX nepesar. J{ist Toro, moo
JOJICBKI PECYpCH CTBOPIOBAIM IIIHHICTh, HEOOXiJIHO BH3HAYaTH Ta MiATOTOBIIOBATH PECypCH
BIJIMOBIJTHO JI0 CTpaTeriii MiANpUEMCTBA, 30CEPEANTH yBary Ha J0JaTkKax, Mporpamax, Miaxojax,
mo Oyayrb 3a0e3nedyBaTH PO3BUTOK, PO3KPUTTS HOTO TMOTEHIiATy, BUKOPUCTAHHS, MOTHBAIIII,
BUpimEeHHs mpoOieM, eheKTUBHE BUKOPUCTAHHSA, CTBOPIOBAHHS HOBUX MLIHHOCTEH, YTpUMAaHHS,
JIOSIBHICTD, 3a0BOJIEHICTE TOLIO.

MeTor MOCTIKeHHS € BUBYCHHS BIUIMBY OpraHi3amiiHOl MOBIpY Ha TUIMHHICTH KajpiB. Y
JIOCITI/DKCHH], TIPOBEACHOMY 3 IIi€l0 METOl, OylM BUKOPHCTAaHI IIKala JOBipH Ta MacimTab
MJIMHHOCTI KajpiB. Y JOCHiPKEHHI B3sIM y4acTb 228 0ci0, sSKi MpaIfioloTh Y MPUBATHOMY CEKTOPi
CramOyna. 3rizHo 3 pe3ylbTaTaMH, OTPUMAHMMU B pe3yilbTaTi aHai3y JaHUX, OpraHizaiiiHe
JIOBipa CYTT€BO BIUIMBA€ HAa Hamip IUIMHHOCTI KazapiB. [nakme kaxyuw, 18% 3minum Hamipy
IJIMHHOCTI MOYKHA MTOSICHUTH OPraHi3aiifHo0 JIOBIPOIO.

KawuoBi ciaoBa: opranizamiiiHa 1moBipa, IOBipa 10 MEHEMKEpa, IUIMHHICTD KaJpiB,
IIPUBAaTHUI CEKTOP.
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IPDEKTBI OP'AHU3AIIMOHHOI'O TOBEPUSA
KACATEJIbHO HAMEPEHUHM TEKYYECTH KAJIPOB

AHHOTalII/Iﬂ. HCHBIO HUCCICA0OBAaHUA SABJIACTCA HM3YYCHHUE BJIIMUAHUA OPraHU3alluOHHOIO
JOBEPpHA HA TCKYYECTh KaApPOB. B HCCIICJ0BAaHUU, ITIPOBEACHHOM C 3TOM O CIbIO 6I>IJII/I HCIIOJIb30BAaHBI
IIKaJia JOBEPHsS M MAacIITad TeKy4ecTH KaapoB. B mccienoBanuu MpuHSIN ydacTre 228 YenoBeK,
paboTaromux B yacTHOM cektope CramOyna. CoriacHO pe3ysbTaTam, MOJydeHHBIM B pe3yiabTare
aHaM3a JaHHBIX, OPraHU3AI[MOHHOE JIOBEpUE CYIIECTBEHHO BIMSET HA TEKy4ecTh KaapoB. MHaue
roBops, 18% u3MeHeHNns HaMepPEeHHS TEKYYECTH MOKHO OOBSICHUTh OPraHU3allMOHHBIM JIOBEPHUEM.

KuaroueBbie ciioBa: opraHu3aiiioHHOE JOBEPHUE, TOBEPUE K MEHEKEPY, TEKY4eCTh KaJIpoB,
YaCTHBIN CEKTOP.
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Introduction. Organizational trust is being widely scrutinized as a prerequisite for
organizational and administrative effectiveness. In the current study, since the employees exhibit
supportive behaviour when they trust their institutions, managers and co-workers, it is indicated that
the organizational trust is a material factor in corporate success. It is stated that the trust reduces the
discussions within the organization, creates a harmonious, comfortable environment, increases the
organizational commitment levels of both managers and employees, and provides co-operative and
co-ordinated work [1]), hereby it plays an important role in the efficient and effective performance
of the business activities. Loss of confidence may have serious consequences on employee's
behaviour.

On the other hand, leaving the job would lead to significant losses and negative
consequences for the enterprise. The turnover intention which may be identified as the processor for
leaving the job such as, for example, recruitment, selection and placement, increase in training and
development costs, experiencing incompatibilities, decrease in productivity, disruption or
deterioration of plans and programs, demoralisation of remaining employees, declination of
organizational memory, loss of skilled human resources [2, 3] loss of organizational trust and
reputation as well as loss of business continuity and productivity, is also one of the major human
resource issues for enterprises. Turnover intention, which can be described as the intention for
leaving the job due to the dissatisfaction of the employees, is discussed in the studies since it affects
organisational effectiveness and reduces the quality of the products and service [4, 5] and the
factors causing the turnover intention are tried to be determined. The importance of taking action on
time is obvious, instead of investigating the turnover intention of the employees and dealing with
employees after they leave the organization.

Literature review and the problem statement.Leaving the job of the employees is consist
of three stages: thinking of leaving, looking for a job and the turnover intention [6]. The most
important precursor of the behaviour for the leave of the job is the turnover intention. The turnover
intention is the measure of employee's intention to stay in the organisation in which they are
employed, the tendency of the employee to leave the organisation in which they are employed, and
willingness of the employee to leave the job consciously and intentionally [7, 8, 9]. In other words,
the turnover intention is that the employee consciously wants to leave the enterprise within a certain
period of time [3,10]. It refers to the possibility for the employee to quit the job and leave the
organisation in which they are employed by their own will. The turnover intention shows how
employees feel at workplace. This emotion may be positive or negative, and this may result in the
intention of staying or leaving the institution [11]. The turnover intention may be voluntary due to
the reason such as taking better offer from other organisations, taking better opportunity, or work
environment, workload, manager's bad behaviour, or it may be involuntary upon the termination of
the work due to inability of the employee, poor performance of the employee or their conflict with
management [12,13,14].

The employees who have the turnover intention may show sign such as negligent
behaviours, unwillingness to the assigned duty, and expression of their dissatisfaction. These
employees focus on and spend their energy for finding a new job, thereby they may neglect their
duties, and they may have tendency to withdraw themselves from the work. It result in negative
consequences for both employees and enterprises such as come to the work late, absenteeism,
disappointment, poor performance, low motivation [8,13,15]. Therefore, the turnover intention is
the matter that should be focused on as far as leaving the job. The managers should understand what
results in the turnover intention and what should be done to keep the qualified employees in the
enterprise.

It is indicated in this study that the trust has positive effect on work performance,
organisational commitment, organisational identification, organisational justice, job satisfaction,
effective communication, risk-taking, problem solving, initiative-taking, innovation and so on [16].
It was linked with the results such as higher sales and profits, reduction in leaving the job, increase
in the satisfaction among the employees [17], it is asserted that it supports voluntary participation,
satisfaction and the turnover intention of the employees [18,19]. Therefore, the trust involves a wide
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range of results that affect both individuals and organisations. In the case of uncertainty, the trust is
a positive expectation that you will see helpful behaviour from the others, or at least not be abused
or damaged by them [1]. It's unique to an individual. Organizational trustis the expectation of
employees in their intra-organisational relationships and behaviour. It is the feeling as to the trust
and support, which the employees expect from employers. It is the belief that employers are
forthcoming and will fulfil their commitments. It is the essence of relationships and holds people
together [20]. It is employees' beliefs on whether the conducts of the organization are consistent
with its promises given to them even in risky or uncertain situations. Organizational trust is
reviewed in three dimensions: trust to managers, co-workers (or colleagues), and organization
[1,21]. Trust in the manager or leader means that the subordinates perceive that the manager
behaves honestly and correctly, trust in their managers; trust in the co-workers refers to the belief
that the co-workers of the individual do not keep the necessary information secret from them, do
not mislead them, being in a fair, moral attitude against them. Trust in the organization is more
focused on the organization rather than the people. It is the belief of the employees that the
organisation shall adopt a decision in a manner not cause any damage on themselves [1]. Lack of
trust in workplace environment has a detrimental effect on both organisation and employee. The
insecure employee less contribute organisational targets and actions, their moral and motivation
may decrease, they may have turnover intention, in comparison with the employee working in a
high trust environment. It is indicated in the research carried out that the trust in the organisation
decreases the turnover intention [21, 22, 23], that organisational trust has a positive relation with
decrease in the turnover intention [24] trust in manager or leader positively affects the term of
employment of the employees. In the event that the employee perceives the leadership style as
positive, their turnover intention decreases accordingly, and this relationship may enhance even
further by the effect of trust in the leader. [25]. In addition, the presence of organizational trust and
trust in the leaders is associated with the intention of staying at work along with the turnover
intention [24]

The purpose of the studyis to examine the impact of organizational trust on turnover
intention. In this context, the problem statement of the study can be expressed as ‘“‘does
organizational trust have any impact on the turnover intention?”

Research results. Working group, a total of 228 people, 114 of whom were female and 114
of whom were male have participated in the study. The average age of the participants was
29,51+7,58 years and 34,6% of them were under 25 years and 33,3% were between 26-32 years and
32% were over 33 years. 42% are married; 57.9% are single. When it comes to their education,
18.9% of the participants are high school graduates, 58.8% are associate degree and bachelor degree
and 22.4% are postgraduate. Experience average in the sector is 7,93+6,84 years.

In the research, the organizational trust scale with 22 articles organized by Omarov (2009)
[26], and the turnover intention scale with three articles, developed by Mobley, Horner ve
Hollingsworth (1978) [27], adapted to Turkish by Turker (2013) [28] was used to collect data. All
the scales used in the research are in the type of Likert with 5 points as “(5) Strongly Agree,
(4)Agree, (3) Undecided, (2) Disagree, (1) Strongly Disagree"”. In addition, a questionnaire form
was used to determine the demographic characteristics for the participant of the research.

As a result of factor analysis carried out in the research, organisational trust scale having
three-factor structures (KMO value 0.83, Bartlett Sphericity Test (p) = 0.000) reveals 61,19 of the
total variance. The Cronbach's Alpha coefficient for scale-wide is 0.951 (trust in the manager is
0.922; trust in the co-worker is 0.917; and trust in the organization itself is 0.908). Turnover
intention scale shows single-factor structure (KMO value 0,83, Bartlett Sphericity Test (p) 0,000)
and reveals 81,51 of the total variance. The Cronbach's Alpha coefficient of the scale is 0.886. Both
organizational trust and turnover intention scale (o >0.70) have a high degree of reliability.

The results of the correlation analysis as to the relationship between the organisational trust
and the turnover intention are as in Table 1. There is a negative, moderate and meaningful
correlation between the turnover intention and trust in the manager (r1=-0,38) as well as trust in the
organisation itself (r;=-0,39); negative, low level and meaningful correlation between the turnover
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intention and trust in the co-workers (r,=-0,21). In this context, it can be said that the turnover
intention will decrease as trust increases to the manager, co-worker and the organization itself.

Table 1
The Correlation Between Organizational Trust and the Turnover Intention
1. Trust in the . 3.Trust in the 4. Turnover
2. Trust in the co-worker L . .

manager/leader organization itself intention
1 |Trust in the manager/leader 1 0,427 0,57 -0,38"
2 |Trust in the co-worker 1 0,33 0,21
3 |Trust in the organization itself 1 0,39
4 | Turnover intention 1

**p<0,01 and *p<0,05

The results of the regression analysis are presented in Table 2 in order to determine the
impact of organizational trust on the turnover intention.

Table 2
The Impact of Organizational Trust on Turnover Intention
Independent Variable B t p F Model(p) R?
Fixed 11,88 0.000
Trust in the manager/leader -0.23 -2.99 0.003
Trust in the co-worker -0.03 -0.40 0.688 17.63 0.000 0.18
Trust in the organization itself -0.25 -3.39 0.001

As it is shown in Schedule 2, it can be seen that the contribution of organizational trust to
variance is significant (F=17.63; p<0.05). Organizational trust explains 18% (R® = 0.18) of the
variance of the turnover intention. In other words, 18% of the turnover intention can be explained
depending on organizational trust. When each of the independent variables is evaluated separately,
the level of trust in the manager and the trust in the organization reduce the turnover intention (31=-
0,23, B3=-0,25; p<0,05). However, the level of trust in the co-workers does not affect the turnover
intention (2=-0,03; p>0,05).

Conclusion. Pursuant to the result of the research carried out in order to determine the effect
of the organisational trust on turnover intention, organisational trust explains 18% of the turnover
intention. Therefore, there are other variables and factors that affect the turnover intention. Factors
such as the performance, capacity, capabilities and career stages of the employees reveal the
differences between the employees and may lead leaving the job [14]. Except this, factors such as
family and friends, job opportunities, technological developments, demographic and motivational
features, job and workplace characteristics, job-related attitudes, organizational culture, human
resources practices, wage and rights, organizational policies, job satisfaction, organizational
commitment, social support, leadership style, trust [3,4,7,5,9, 22,24] affect the turnover intention.
When the sub-factors of the organisational trust is evaluated, it is seen that the trust in the co-
workers has no meaningful effect on the turnover intention, and reduces trust in the manager and

trust in organisation.
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