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1. INTRODUCTION

The constant changes originated from the present glo-
balized and competitive environment, in which enterprises 
are inserted, they bring a certain level of daily unpredic-
tability, thus generating a feeling of uncertainty in the re-
lationship between companies and their collaborators. In 
this scenario, the search for competitive advantages does 
not depend only on the objective aspect of business, such 
as market analysis, advancement of new products, or being 
ahead of other competitors. Such economical and techno-
logical factors cannot be considered enough to guarantee 
a sustainable position of the enterprises in general (Horta 
et al., 2012). 

Everyday more and more companies feel the necessity 
to face the subjective aspects that are around the working 
relationships, and that influence organizational behavior. 
This interest on the subjective aspect emerged during the 
decades of 1970s and 1980s, when organizational theories 
started to be concerned in understanding the present rela-
tionships inside the organizations, as well as to understand 
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the view and the influence of employees in organizational 
realities (Castells, 1999). Since then, literature indicates 
the changes in the relationship between employer and em-
ployee.

For Butler (1983) the organizations started to structure 
the labor relations in means to consolidate trust links, which 
can fulfill at least partially the needs generated from the un-
certainties present in decision making processes, risk beha-
viors, and the working relations themselves, providing safety 
to the enterprise and to the people involved. Trust started to 
be studied more intensively from the decade of 1990s, and 
since then it was given a considerable attention in the orga-
nizational field due to its influence over many aspects of the 
laborer behavior, such as: working performance, responsible 
behavior, problem solving attitude, recognition/support of 
authority, negotiation of mutual gains, organizational com-
mitment, learning processes, team performance, and be-
havior for adaptation under crisis (Dirks, 1999; Ford, 2001; 
Tzafrir et Dolan, 2004; Lämsa et Pucetaité, 2006).
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Among these behaviors of the employee, the organizatio-
nal commitment deserves more attention to be listed toge-
ther with the confidence, as is can be seen as a differential 
in the relationship employee-enterprise, once commitment 
is build upon trust (Morgan et Hunt, 1994). Within this con-
text, organizational commitment emerges as a variable im-
bricated to trust, as it refers to the actions and attitudes of 
the employees in order to contribute to a good performance 
of the company as a whole (Mowday et al., 1982). 

Thus, once businesses create working environments ba-
sed on trust, people feel safer and more committed to per-
form their roles above the expected. The individuals pre-
dispose themselves to take risks, admit errors, and to learn 
from those errors (Reina et Reina, 1999). Based on that, it 
is believed that to develop trust it is necessary to amplify 
the commitment, which in place would incite many bene-
fits in the organizational daily routines, such as: increased 
collaboration, work satisfaction, retention of home talents, 
knowledge sharing, among many other benefits that can 
contribute to increase the effectiveness over the vast num-
ber of organizational daily tasks. 

From the context build, it was defined the following 
problem-question to guide the research: “What is the re-
lationship of the level of trust and the commitment of the 
employee with the enterprise?”. In order to respond to the 
question, the general goal of the study consists in investiga-
ting the relationship between the level of trust related to the 
commitment of the employee to the enterprise. In specific 
terms, the aims are: i) To measure the trust of the employee 
to the organization; ii) To measure the commitment of the 
employee to the organization; and iii) To relate the factors of 
trust and organizational commitment. 

This study is divided in seven sections. The introduction 
briefly presented the context and the goals of the research. 
The theoretical reference describes the terminologies trust, 
commitment, and discusses the relationship between these 
two constructs. The section of methodology presents the 
instruments for data collection and the proceedings used to 
analyze the results, to be presented and discussed over sec-
tion six. In the last section, there are the final considerations 
of the study, the implications of the findings, present limita-
tions, and suggestions for future researches in the field.

2. ORGANIZATIONAL TRUST

the topic trust emerged as an interest focus in researches 
specially from the decade of 1990s, a moment that journals 
and books started to present almost exclusively the topic, 
and to present the managerial implications of trust, the is-
sue of trust under organizational context, and its relevance 
to political institutions (Kramer, 1999). Since then, the study 

of trust under organizational spectrum has called attention 
of researchers, specially in the past few years (Kramer et 
Cook, 2006; Schoorman et al., 2007; Dirks et al., 2009; Özyil-
maz, 2010; Polat, 2010; Poliszkiewicz, 2011; Farahbod et al., 
2013; Mansour, 2014).

The interest in the topic can be attributed to the benefits 
of trust for employing organizations, as well as for their em-
ployees, and also the recognition of the importance of this 
element into society and in the economy (Kramer, 1999), 
as confidence within organizational context is responsible 
to influence the performance at work, the responsible be-
havior of the laborer, the problem solving behavior, the re-
cognition/support of authorities, the negotiation of multiple 
gains, and the organizational commitment (Tzafrir et Dolan, 
2004; Lämsa et Pucetaité, 2006). Or in other words, trust in 
the organizations has become an indispensable condition to 
the well-being of collaborators, besides generating a compe-
titive advantage (Caetano et Sousa-Lima, 2007).

Yet in relation to the benefits, the studies of Fock et Koh 
(2006) demonstrate that when there is a high level of trust 
of the members towards the organization, the cooperation 
arises spontaneously, once people work according to com-
mon ethical standards, or even shared values. On the other 
hand, in organizations in which the level of trust is conside-
red low, there is no spontaneous cooperation, thus deman-
ding systems of rules and regulations that work coercively, 
substituting trust to promote cooperation. The onus related 
to control and coercion, that will force cooperation, does not 
exist in societies and organizations that share a high level 
of trust, making them more effective from the economical 
standpoint.

Then, trust is one of the basis of social construction, or in 
other words, it si the support in which social, interpersonal, 
and among groups inside of an organization (intraorganiza-
tional), as well as interorganizational relationships are build 
and consolidated (Jones et George, 1998; Lazaric et Lorenz, 
1998; Dirks, 1999; Cohen et Prusak, 2001; Dirks et Ferrin, 
2001). In this sense, trust is a multilevel phenomenon that 
can be investigated from the individual, a group, or another 
larger unit (such as enterprises), or between organizations 
(Kramer, 1999; Costa, 2000). 

According to the authors Zanini et al. (2009), to investi-
gate trust from the perspective of the individual related to 
his working organization seems useful once it demonstrates 
the balance in the relationship of employer and employee, 
based on new management models.

The fact that it is a phenomenon with different levels of 
analysis, as well as it can be investigated by many areas of 
knowledge – Psychology, Business Administration, Sociology, 
and Anthropology – it has lead to the lack of a consensus as 
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well as to its conceptualization, including the measurement 
of different dimensions (Watson, 2005). Hence, many defini-
tions are found in literature. 

Organizational trust for Costa (2000) is related to the for-
mal system (laws and regulations) and to the practices that 
keep the enterprise as a whole. For the authors Mayer et al. 
(1995) trust is linked to the readiness (expectation) of a part 
as being vulnerable to the actions of another individual. This 
means that the idea of trust of the employee in the com-
pany is based in shared rules and in the expectancy that the 
enterprise will work honestly, cooperatively, and fair in its 
professional relationships (Rueda et al., 2014).

With the objective to measure the trust of the emplo-
yees in the organization, Oliveira (2004) build and validated 
the Scale of Trust of the Employee in the Enterprise (ECEO), 
which aims to evaluate the perception of employees regar-
ding: a) the solidity of the organization (meaning the finan-
cial resolution and stability of the organization, which can 
be seen by the fulfillment of financial obligations with the 
employees); b) the ethical standards used in the relationship 
with the laborers, clients, and other organizations (reporting 
the ethical principles of honesty, equality, transparency of 
the company when sharing information, keeping up with 
commitments, and respect); c) promotion of professional 
development of employees (which involves means to mo-
tivate the development of laborers); d) financial recognition 
of the tasks performed (which involve the financial recog-
nition of the employee by tasks done, involving salary pay-
ment, pay increase); e) rules related to layoff (which mean 
the rules and proceedings known by the employees or per-
sonal evaluation of directors, used or not in the layoff of em-
ployees).

From the study of Oliveira (2004), the definition of trust 
of the employee in the organization as believing there is a 
certain respect to ethical standards, confidence in the com-
munication sent, economic power of the organization and 
its capacity to recognize the performance of an employee, 
both financial and professionally. The proposed definition by 
this author considers that the employee analyzes the moral 
and ethical standards of the organization, as well as its eco-
nomic structure and the capacity to honor its commitments, 
and yet, to recognize the efforts of the individuals. In this 
sense, trust in the organization is based on the premise that 
all parts involved fulfill their roles in appropriate manner to 
maintain the good atmosphere ideal for the relationships, 
building an environment of mutual safety that contributes 
to the improvement of quality of life and higher productivity 
(Rueda et al., 2014). 

As seen before, trust is considered a key factor to un-
derstand the connection between the identification of the 
employee with the organization, and the construction of a 

strong identity with the enterprise, which can also be res-
ponsible to feed organizational commitment (Puusa et Tol-
vanen, 2006). The trustful relationship between the parts 
generate a climate of safety, leading to the sensation of well-
-being, and then promoting higher levels of commitment of 
the employee to the organization. The following topic will 
deal with the discussion of organizational commitment, pro-
viding a definition and searching to understand the evolu-
tion of its studies, so later discuss the relationship between 
the constructs trust and commitment. 

3. ORGANIZATIONAL COMMITMENT 

The studies related to organizational commitment ori-
ginated around fifty years ago, with an initial goal to map 
and explain the bond established between individuals and 
the organization. From the decade of 1980s, according to 
Filenga et Siqueira (2006), there was an increased interest 
to deepen the study of commitment at work, as researchers 
demonstrated there was a variable that influence the fulfill-
ment of organizational objectives and goals. Since then, the 
topic had an increased impulse and interest for organizatio-
nal theories in Brazil and around the world. 

Organizational commitment, according to Meyer et Allen 
(1991), can be understood as a psychological state characte-
rized by the connection between individuals and an organi-
zation. The topic is also linked to the bond the individual has 
with the enterprise to which he works, identifying common 
objectives, and besides that, it also relates to the desire the 
individual has in being continuously part of the organization 
(Robbins, 2002; Padovam, 2005).

In Brazil, studies regarding organization commitment, be-
sides they are not extensive, have depth and quality enough, 
as seen in the studies from Bastos and his collaborators (Me-
deiros et al., 2005)

After an intense investigation about the path of construc-
tion and development of the most present approaches in 
the research of organizational commitment, Bastos’ study 
(1994) shows that there is no consensus among theoreti-
cians in regards to the origin of studies about the commit-
ment to an organization, as well as there is no agreement 
to the many different focuses given to the constructs. In his 
study, the author identified five main areas, originated from 
Sociology, Social Psychology, and from the Organizational 
Theories, namely: authority within working environment; 
instrumental or calculated side bets; attitude/affectionate; 
normative and behavioral (Bastos, 1994).

However, the emphasis that dominated literature of or-
ganizational commitment for longer was the affectionate 
approach, followed by the instrumental and the normative 
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ones (Medeiros et al., 2005). The affectionate approach of 
organizational commitment was structured from 1979, with 
the studies of Mowday, Steers, and Porter, in which the au-
thors printed to their studies an attitudinal approach (Ribei-
ro et Bastos, 2010). Such commitment preconizes a strong 
relation of identification of the individual with a certain or-
ganization, which can be characterized by three elements 
allusive to their target: to be available to perform a conside-
rable effort, a strong belief and acceptance of goals and va-
lues, and a strong desire to continue to be part of the team 
(Mowday et al., 1982). 

Therefore, this approach involves a strong desire from 
the part of the individual to continue to be part of the or-
ganization and an identification and sharing of values and 
objectives of the enterprise. The affectionate commitment 
represents a more intense link to the company, considering 
that this type emerges and is nurtured by the feelings of the 
laborer, the acceptance of creeds, the identification and as-
similation of values (Bandeira et al., 2000). 

On the other side, the instrumental approach of organi-
zational commitment is derived from the studies of Becker 
(1960), who defined the instrumental side as a tendency of 
the individual to engage in consistent lines or courses of ac-
tion, continuing in the company due to the costs and sacrifi-
ces associated to his layoff, which are called side bets. In this 
sense, the consistent lines are associated to the permanen-
ce of the individual in the organization, the side bets, and to 
the multiple investments performed (Becker, 1960).

This means that under instrumental commitment, the in-
dividual ponders the cost/benefits to stay or to join another 
organization. In this judgment, the option to stay is strongly 
contaminated by the feelings of safety, based on the infor-
mation considered are related to the environment and to 
the known and experienced relationships. In regards to the 
evaluation of the alternative to leave, it is influenced by the 
uncertainty, once the relationships and the environment is 
unknown (Ribeiro et Bastos, 2010). 

The normative approach is based on the studies of Wie-
ner (1982), who defines it as a set of normative pressures in-
ternalized by the individuals so they behave according to the 
objectives, targets, and interests of the organization. These 
normative pressures are, in general, originated form orga-
nizational culture, from which the enterprise imposes the 
actions and the behavior of individuals, in order to involve 
them with their ideals (Medeiros et al., 2005).

Such components of organizational commitment, which 
focus was so far one-dimensional, were later seen as mul-
tidimensional models after some researchers realize that 
they were components present in the psychological bond 
between the individual and the organization. Hence, the 

researchers started to describe the presence of one more 
component in commitment, using different expressions for 
it: commitment typologies (Mowday et al., 1982); dimen-
sions as basis for commitment (Becker, 1960); components 
of commitment (Meyer et Allen, 1991). 

Among the diverse multidimensional models of commit-
ment, the most accepted model by the researchers was the 
one presented by Meyer et Allen (1991), which proposes 
three components of commitment, affectionate, instrumen-
tal, and normative. The scales developed by these authors 
are divided in two: one with 24 items, and the second, in 
a reduced format, with 18 items. They are set with closed 
questions regarding organizational commitment, under li-
kert format (Meyer et al., 1993). This model was validated 
in Brazil by Medeiros et Enders (1999) and Bandeira et al. 
(2000). However, the results from both studies found mode-
rate indexes of internal consistency for three components of 
the theory, and low percentage scores for the explained to-
tal variation, which demonstrates the existence of indicators 
that are not so adequate in the instrument. 

In the Brazilian context, the authors Medeiros et al. (2005) 
developed and validated the Scale of Basis for Organizatio-
nal Commitment (EBACO, in Portuguese), based on the most 
relevant models of commitment found in literature. This 
scale identifies seven basis of organizational commitment: 
affectionate, obligation to stay, obligation for performance, 
affiliative, lack of rewards and opportunities, consisted line 
of activities, and lack of alternatives (Medeiros et al., 2005). 
The amplification of the dimensions is due to the dimensio-
nality of the normative approach (divided in obligation for 
performance and obligation to stay), and the instrumental 
one (present by the consistent line of activity and lack of al-
ternatives), as well as the inclusion of the affiliative base, as 
shown by Medeiros et Enders (1999).

4. ORGANIZATIONAL COMMITMENT AND TRUST

It is important to highlight that, according to Bastos 
(1994), multiple aspects of the working context can be con-
sidered as a target of bonds developed by the laborer. The-
refore, there is not a single source of attachment to work, 
even though multiple sources of attachment can potentiate 
the power of connection the employee has to his working 
environment and to the organization. According to Kwon et 
Suh (2004), the success of working relations can be associa-
ted to the existence of trust and commitment between the 
ones involved.

Some previous publications infer that organizational 
commitment and trust employed in the enterprise are re-
levant topics in the study of the strategies that aim for mo-
tivation, retention, and increase in the results of employees 
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in companies (Golembiewski, 1995; Frankfort-Nachmias et 
Nachmias, 1996). The study of Romzek (1990) indicates that 
low rates of organizational commitment are critical factors 
to motivate and maintain laborers in the organizations. Ac-
cording to Carnevale et Wechsler (1992), trust complements 
organizational results achieved with the presence of orga-
nizational commitment. It is worth mentioning that there is 
trust when one of the parts believes in the integrity of the 
other part. 

It is relevant to mention that the relationship commit-
ment-trust is already present in literature, once this con-
nection originated from the area of marketing, proposed by 
Morgan et Hunt (1994). The authors developed the Theory 
of Commitment-Trust, associating it to the marketing of re-
lationships, defining that it refers to all marketing actions 
directed to establish, develop, and maintain successfully 
the relational exchanges. Therefore, they call attention that 
there are different types of marketing of relationship, as to 
know: relational exchanges between partners, functional de-
partments, or even between employees and organizations.

According to Morgan et Hunt (1994), despite many diffe-
rent contextual elements influence the success of the mar-
keting of relationship, the main ones are the commitment 
and trust. This happens because these elements carry the 
preservation of investments in relationships, generating 
cooperation, and they support the maintenance of long-
-term relationships. Commitment is considered as a great 
desire to maintain a valuable relationship, while trust is the 
disposition of dependency on the partner. 

The lack of commitment makes that the relationships do 
not last long enough. Then, commitment and trust are di-
rectly related to the behavior of collaboration (Fock et Koh, 
2006). Previous studies demonstrate that in the relationship 
between individuals and organizations, the idea of commit-
ment is fundamental to mediate the impact of trust in or-
ganizational results (Lyndon et Zanna, 1990; Agnew et al., 
1998; Gruen et al., 2000;).

Among the consequences related to organizational com-
mitment, two strands have been analyzed. The first refers 
to the decisions to stay or leave the position; the second 
mentions one’s self evaluation of performance at work. In 
this sense, it is acknowledged that commitment conducts to 
lower rates of turnover, low levels of absenteeism, and per-
formance improvement. 

As seen the evidences that support the connection bet-
ween the definitions, it is observed that while searching to 
understand the subjacent relationship between the cons-
tructs of the organizational commitment and trust of the 
employee to the enterprise is considerably important, once 
the strengthening of the social relationships emerges from 

the awareness of the level of trust the individuals place in 
the organizations, thus implicating in the degree of commit-
ment of the individual to the company.

5. METHOD

In order to investigate the relationship of the level of trust 
over the commitment of the employee to the enterprise, a 
quantitative research was set related to the approach used 
to understand the issue, and a qualitative section was added 
to observe the goals present in the relationship. 

As such, the instrument for data collection was a ques-
tionnaire composed by three sections. The first was the per-
sonal and organizational profile of the interviewees, where 
there were questions related to age, gender, marital status, 
education, employment period and position. The second 
section there were questions related to the identification of 
the trust of the employee in the organization. For such, it 
was used the Scale of Trust of Employees in the Enterprise - 
ECEO, developed and validated by Oliveira (2004). Such scale 
aimed to measure how much the employee believes he can 
trust in the organization. 

It is important to mention that this study decided to use 
the reduced scale, which has 28 items initially distributed 
in five elements, as for example: ethical standards, rules re-
lated to layoff, promotion, and development of employees, 
organizational financial recognition, and organizational soli-
dity. Such scale was conceived from the results found in the 
representation of each element, after statistical analysis (Oli-
veira, 2004). The reliability index of some items (Cronbah’s 
Alpha) was tested, and in some factors, it was found a relia-
bility index below 0.5, which were omitted. From the exclu-
sion of the items with inadequate index of reliability, it was 
build a reduced scale, with 28 items. In the study performed 
by Oliveira (2004), the result found demonstrated that the 
use of ECEO in its full or reduced format would be optio-
nal, and indifferently for the option, the results would not 
be contaminated. 

In the end, the third section had questions related to or-
ganizational commitment, measured by the Scale of Basis of 
Organizational Commitment – EBACO, designed and valida-
ted by Medeiros et al. (2005). This scale has seven elements, 
related to the following bases of organizational commit-
ment: affectionate, obligation to stay, obligation for perfor-
mance, affiliative, lack of rewards and opportunities, consis-
ting line of activity, and lack of alternatives; distributed in 
28 assertives, being 4 for each one of the seven bases. The 
EBACO scale was developed using a set of 6 points, which 
the attribution of the number 1 means “totally disagree” 
and the attribution of the number 6 means “totally agree”. 
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In this study, the evaluation scale of this theoretical mo-
del was switched from the original six-point scale of EBA-
CO to a likert scale, presented in five points. Such changes 
were placed with the objective to include an alternative as 
“neutral”, as once according to the understandings of Vieira 
et Dalmoro (2008), this option gives more freedom to the 
respondent when expressing his opinion. Yet, these authors 
also declare that the five-point scale is more indicated be-
cause it is easier and faster to be answered (Vieira et Dalmo-
ro, 2008). Then, from this substitution, the two instruments 
used in the study were standardized, in order to facilitate 
their understanding by the respondents of the research.

To investigate such issues, the object of study was a com-
pany, here called “Beta”, as it required to be kept anony-
mous. The company Beta is functioning for 14 years, in the 
area of vigilance and security, with around 100 collabora-
tors. The headquarters is located in the central region of the 
Brazilian state of Rio Grande do Sul, and other 12 franchises, 
distributed through the state. It is important to mention that 
all employees of the Beta company were invited to participa-
te in the research by answering the questionnaire, however 
there was an answer from 76 respondents only. After data 
collection, these questionnaires were tabulated and further 
statistical analysis were performed through the software 
Statistical Package for the Social Sciences®- SPSS 18.0. 

First, simple statistical analysis was performed (calcu-
lation of frequency and percentage of answers) to identify 
the profile of the respondents. In sequence, there was the 
exploratory factorial analysis (EFA), aimed to identify the 
representative factors of the set of variables, or in other 
words, the constructs under investigation. For the EFA, the 
Kaiser-Meyer-Olkin (KMO) test was performed, which works 
to verify the adequacy of data, as for Malhotra (2006), such 
values must be above 0.6 to be considered satisfactory. And 
also, the Barltett’s Sphericity Test, which aims to test the ine-
xistence of a perfect correlation among the variables (Ma-
lhotra, 2006). 

Later, the analysis of the communalities was performed, 
which aims to search for the proportion of variation that 
a variable shares with all the other variables. According to 
Corrar et al. (2009), the value of communalities must be 
above 0.5. It was also observed the explained total variation 
index, present when variables explain a construct. For this 
index, it is expected to find rates above 60%.

After the definition of the factors, it was observed the 
trust of internal coherence of the constructs. In order to ob-
serve such results, it was used the Cronbach’s Alpha, as Field 
(2009) mentions that the acceptable trust rates present re-
sults between 0.7 ≤ α < 0.8, also considering that substan-
tially low results indicate to an untrusted scale.  

In the end, after these analysis, and with the objective 
to establish a relationship between the elements in the 
scales of trust and commitment, there was a treatment 
using Pearson’s Correlation Coefficient, which indicated the 
strength of association between the variables. According to 
Pestana et Gageiro (2008), rates between 0.2 and 0.39 re-
present low association; between 0.4 and 0.69 indicate mo-
derate association between the variables; between 0.7 and 
0.89 show high association, and results between 0.9 and 1.0 
denote very high association.

6. PRESENTATION AND DISCUSSION OF THE RESULTS

In this section, there will be presented and discussed the 
results related to this research. Initially the results presented 
are related to the profile of the investigated population. In 
sequence, there are the results regarding the level of trust 
of the employees of the investigated enterprise, followed by 
the results of organizational commitment. In the end, the 
last topic of this section points to the results related to the 
existing relationships between the two investigated cons-
tructs.

6.1 Profile of the Sample

Out of the 76 participating individuals of this study, 82.9% 
are male, with ages varying from 23 to 25 years old (27.6%). 
In regards to education and marital status, 52.6% declared 
having High School diploma, and 51.3% are married. In the 
employment bonding, 44.6% work for Beta for around 1 
year or less and are not in any leading position in the com-
pany (78.9%).

6.2 Trust of the Employee in the Enterprise: Amplifying 
the Understanding

In order to perform the factorial analysis of the variables 
of the Scale of Trust of Employee in the Enterprise, there 
were 28 questions used in an instrument, with the goal to 
identify possible associations between the variables, as to 
group them in common factors. Initial tests of the facto-
rial analysis were set under Kaiser-Meyer-Olkin (KMO), and 
Bartlett’s sphericity test. These statistical proceedings per-
mitted to identify the quality of the correlations between 
the variables, indicating it is possible to continue with the 
factorial analysis (Pestana et Gageiro, 2008). The results of 
the test are characterized as satisfactory, with KMO presen-
ting a coefficient of 0.888, and Bartlett’s test presenting sig-
nificant result (sig 0.000). 

Just after these proceedings, with the intention to extract 
the factors, the criteria of eigenvalues above 1.0 and with 
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the percentage of explained variance was used. There were 
found six factors with eigenvalues above 1.0, which the first 
was responsible for 48.650% of the variation, as seen on 
Chart 1.

Chart 1. Factors extracted from the factorial analysis of the 
construct trust of the employee in the enterprise, with respective 

eigenvalues and explained variance.

Factor Eigenvalues
Explained Variance

Percentage Accumulated
1 13.136 48.650 48.650
2 1.747 6.470 55.120
3 1.459 5.404 60.524
4 1.142 4.230 64.754
5 1.095 4.055 68.809
6 1.010 3.739 72.548

Source: The authors themselves.

As it was seen that three of the factors found in the fac-
torial analysis presented only one question, it was decided 
to discharge them. Therefore, as a final result of the factorial 
analysis, there were three elements. Later, the communali-
ties were observed. Based on the criteria of communalities 
above 0.5 for each question (Latif, 1994), one variable was 
suppressed from factorial analysis. Chart 2 presents the in-
dexes related to the Cronbach’s Alpha, in which demonstra-
ted a good association between the variables. 

Chart 2. Cronbach’s Alpha of the Scale of Trust of Employee in the 
Enterprise

Factors Variables Cronbach’s 
Alpha Final

Promotion, Recogni-
tion, and Growth of 

the Employee

02, 03, 07, 09, 10, 12, 
16, 17, 18, 22, 26, 

28, 25,
0.941

Ethical Standards and 
Organizational Solidity

04, 05, 06, 13, 15, 19, 
24, 27 0.910

Rules and Responsibi-
lities of the Organi-

zation
08, 14, 20 0.811

Source: The authors themselves.

From a more detailed analysis, it is possible to identify the 
corresponding variables to each factor, as well as to verify 
the factorial load found in this study, as demonstrated in the 
Chart 3.

It is important to highlight that in this study the data ac-
ted differently from the original scale, which predicted the 
construction of six factors, and in the present work three 
factors were found, named according to the assertive that 
composed each element.

In order to identify the corresponding rates of the fac-
tors of the Scale of Trust of Employee in the Enterprise, 
in a likert scale of five points (varying from 1- Totally disa-
gree to 5- Totally agree), it was seen that the Ethical Stan-
dards and Organizational Solidity was the dimension with 
higher average rate (4.08), followed by the dimension 
Rules and Responsibilities of the Organization (3.80), as 
seen on Chart 4.

Chart 4. Average, Median, and Standard Deviation of the 
factors extracted from the factorial analysis of the Scale of 

Trust of Employee in the Enterprise.

Factor Average Median Standard 
Deviation

Promotion, Financial Re-
cognition, and Growth 

of the Employee
3.4591 3.5278 0.64822

Ethical Standards and 
Organizational Solidity 4.0836 4.0000 0.56882

Rules and Responsibili-
ties of the Organization 3.8026 4.0000 0.72045

Source: The authors themselves.

From the results found, it is considered that the trust 
of the employee in the studied company can be explai-
ned by the factors: Promotion, Financial Recognition, 
and Growth of the Employee, Ethical Standards and Or-
ganizational Solidity, and Rules and Responsibilities of 
the Organization, which had the highest average among 
the respondents, and it can be considered an element 
that contributed the most to build the trust of employees 
in the investigated organization. 

It is possible to consider that trust and ethics are mer-
ged topics. Hence, once the moral background of trust 
pervades ethical issues, this matter must be considered 
one of the present preoccupations in the management 
of organizations and of people (Reed, 2001). To trust 
means to deal with the expectancy of a person, group, or 
company in adopting ethically justifiable behavior, which 
means that actions and decisions must be morally cor-
rect, supported by ethical principles (Hosmer, 1995). 

In a general sense, the results indicate that the parti-
cipants of this research recognize the ethical standards 
adopted in the company and its financial stability, as well 
as its capacity to find strategies that permit it to live th-
rough moments of crises present in the market. At the 
same time, the respondents identified the existence of 
rules that lead the organization to make decisions regar-
ding the layoff of laborers, and which provide them, as a 
compensation, to have a more assertive forecast of their 
permanence in the enterprise. And with a lower weight 
in agreeing, the respondents believe that their efforts 
are compensated with financial retributions from the 
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company, as well as they have incentives for professional 
growth. The perception of these elements in higher or 
lower rates as responded by the laborers contributes to 
increase the confidence of the employee in the organi-
zation. 

 6.3 Organizational Commitment

The factorial analysis was done over the 28 questions 
of the instrument, trying to identify possible associations 
between the variables. The tests performed included the 
KMO and Bartlett’s sphericity test. The results found are 
seen as satisfactory, with KMO generating a coefficient 
of 0.827, and Bartlett’s test demonstrating a significant 
result (sig 0.000). 

There are seven factors of eigenvalues above 1.0, be-
ing the first element with 39.717%, and the set of factors 
achieved 76.494% of the total of the variance, according 
to demonstrated in Chart 5.

Chart 5. Factors extracted from the Factorial Analysis of the 
construct Commitment, with respective eigenvalues and variances 

explained for each one.

Factors Eigenvalues
Explained Variance

Percentage Accumulated
1 10.724 39.717 39.717
2 2.587 9.581 49.298
3 1.908 7.066 56.363
4 1.824 6.757 63.120
5 1.375 5.093 68.213
6 1.161 4.298 72.511
7 1.075 3.983 76.494

Source: The authors themselves.

Next, the analysis of the communalities of the variables, 
and considering the criterion of communalities above 0.5 
(Latif, 1994), a variable was removed from factorial analy-
sis. Cronbach’s Alpha of the scale observed, according to the 
classification of Hair et al. (2009), presents some good or 
very good associations, however there are some unsatisfac-
tory results, once the score is equal or below 0.7, as seen on 
Chart 6.

Chart 3. Factorial Analysis of the Scale of Trust of the Employee in the Enterprise.

Factor Description Original Factor Factorial Load

Promotion, Financial Recog-
nition, and Growth of the 

Employee

Ethics of the organization (q 2) Organizational Solidity 0.572
Interests of the organization (q3) Ethical Standards 0.678

Development of the employee (q7) Ethical Standards 0.597
Salary of the employee (q9) Ethical Standards 0.616

Rules of Promotion of the Employee (q 10) Ethical Standards 0.515
Opportunity for growth (q 12) Rules related to layoff employees 0.804
Advantageous contracts (q 16) Ethical Standards 0.436

Professional Growth (q 17) Organizational Solidity 0.780
Safety of the employee (q 18) Organizational Solidity 0.640

Financial recognition (q 22) Promotion of growth of employee 0.785
Financial recognition (q 25) Ethical Standards 0.582

Career plan (q 26) Organizational Solidity 0.757
Financial Recognition (q 28) Rules related to layoff employees 0.740

Ethical Standards and Organi-
zational Solidity

Financial Stability (q 4) Organizational Solidity 0.743
Display of information (q 5) Rules related to layoff employees 0.779
Display of information (q 6) Ethical Standards 0.534

Finance Stability (q 13) Ethical Standards 0.613
Finance Stability (q 15) Organizational Financial Recognition 0.583
Responsible work (q19) Promotion of growth of employee 0.656

Honesty with clients (q 24) Organizational Solidity 0.539
Respect to the client (q 27) Ethical Standards 0.683

Rules and Responsibilities of 
the Organization

Rules related to layoff employees (q 8) Organizational Solidity 0.765
Rules related to layoff employees (q 14) Ethical Standards 0.659

Responsible work (q 20) Rules related to layoff employees 0.572
Source: The authors themselves.
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Chart 6.  Cronbach’s Alpha of the scale of Commitment.

Factors Variables 
Final 

Cronbach’s 
Alpha 

Affectionate Commit-
ment and Obligation for 

Performance

01, 02, 03, 04, 05, 
06, 07, 08, 16

0.941

Affiliative Commitment 09, 10, 11, 12, 14 0.892
Lack of Alternatives 13, 15, 20, 27 0.458

Lack of Job Alternatives 26, 28 0.722
Obligation to Stay 17, 18, 19 0.662
Consistent Line of 

Activities
22, 23 0.580

Compliance with Rules 21, 24 0.474
Source: The authors themselves.

It is seen that four factors (3, 5, 6, 7) did not reach accep-
table results of Cronbach’s Alpha, thus excluded from the 
analysis.

Chart 7 presents a more detailed analysis of the cons-
truction of factors, permitting to identify the correspondent 
variables to each factor, as well as their respective factorial 
load. It is important to mention that, in this sample, the 
factorial structure did not fully match the original factorial 
structure, hence the elements were called according to their 
respective assertive that composed them.

With a goal to identify the corresponding indexes to the 
scale of Commitment, it was seen that the factor Affiliative 
Commitment achieved highest average rate (4.35), and the 
factor that presented the lowest average index was the Lack 
of job Alternatives (2.39), as seen on Chart 8. 

The result demonstrates that the individuals of the stu-
died sample show that commitment can be explained th-
rough three elements: Affective Commitment and Moral 
Obligations, Affiliative Commitment, and Lack of Job Oppor-
tunities. Taking into consideration that the highest average 
found is related to the affiliative commitment, it is possible 
to understand that this factor is the most important to ex-
plain the commitment of employees.

It is defined as affiliative commitment the attachment the 
individuals continue with the organization because they feel 
part of it, thus built upon psychological bond, based on the 
feeling of identification and affiliation. In regards to the lack 
of job opportunities, it is seen that this element represents 
the fact that less contributes to the commitment of the em-
ployee, with average results at 2.39, thus it is understood 
that laborers believe they have other job opportunities in 
the case they decide not to be part of the organization any-
more, but this is not the determinant element that shows 
their commitment to the organization.

Chart 7.  Factorial Analysis of the scale of Commitment.

Factor Description Original 
Factor

Factorial 
Load

Affectionate 
Commitment 

and Moral Obli-
gations

Personal and orga-
nizational values 

(q 1)

Obligation to 
stay 0.620

Personal and orga-
nizational values 

(q 2)

Obligation to 
stay 0.689

Organizational 
philosophy (q 3)

Obligation to 
stay 0.647

Organizational 
philosophy (q 4)

Obligation to 
stay 0.638

Moral obligation 
(q 5)

Affectionate 
Commitment 0.822

Moral obligation 
(q 6)

Affectionate 
Commitment 0.846

Moral obligation 
(q 7)

Affectionate 
Commitment 0.846

Moral obligation 
(q 8)

Affectionate 
Commitment 0.894

Belonging to the 
Group (q 16) 

Lack of alter-
natives 0.623

Affiliative Com-
mitment

Organizational 
objectives (q 9)

Affiliative 
Commitment 0.804

Performance of 
roles (q 10)

Affiliative 
Commitment 0.863

Effort for organiza-
tional results (q 11)

Affiliative 
Commitment 0.832

Fulfillment of tasks 
(q 12)

Affiliative 
Commitment 0.797

Belonging to the 
Group (q 14)

Lack of alter-
natives 0.514

Lack of Job 
Alternatives

Few alternatives 
out of the com-

pany (q 26)

Lack of 
rewards or 

opportunities
0.845

Few alternatives 
out of the com-

pany (q 28)

Lack of 
rewards or 

opportunities
0.807

Source: The authors themselves.

Chart 8. Average, Median, and Standard Deviation of factors 
extracted from factorial analysis of the scale of Commitment.

Factor Average Median Standard 
Deviation

Affective Commitment 
and Moral Obligations 3.5927 3.6667 0.80156

Affiliative Commitment 4.3531 4.4000 0.55257
Lack of Job Opportuni-

ties 2.3986 2.2500 0.83576

Source: The authors themselves.
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6.4 Relationships between Trust and Commitment

With the intention to identify the presence of a relation-
ship between the factors Trust and Commitment of the Em-
ployee to the Enterprise, it was calculated the Pearson’s cor-
relation coefficient, presented in Chart 9.

Initially observing the relationship between the factors, it 
is possible to seen a higher positive correlation found (0.794) 
related to the elements Promotion, Financial Recognition, 
and Growth of the Employee, and Affective Commitment 
and Moral Obligations to be considered a high association 
between the two constructs. It is also present a high asso-
ciation, with an average value of 0.769, between the factors 
Ethical Standards and Organizational Solidity, and the Affec-
tive Commitment and Moral Obligations. As a conclusion, it 
is possible to infer that as higher is the Affective Commit-
ment and the Moral Obligations of the enterprise, higher 
is the perception of the Ethical Standards and Recognition 
from the Employees.

In regards to the moderate associations, it is seen that 
the average rate of 0.699 among the factors of Promotion, 
Financial Recognition, and Growth of the Employee, and the 
Rules and Responsibilities of the Organization. In the mode-
rate associations, the average value of 0.665 in the Rules and 
Responsibilities of the organization, and in Affiliative Com-
mitment. Therefore, it is possible to confirm that when the 
rules and responsibilities of the organization take place, the 
feeling of belonging and the recognition of promotions and 
growth of employees is also increased.

In the end, based on the negative associations found are 
characterized as very low, which were not considered for 
further analysis.

7. FINAL CONSIDERATIONS

This research has as the main objective to analyze the 
relationship between the level of confidence over the level 
of commitment of the employee with the organization. It is 
possible to determine that the objective was accomplished, 
once some conclusions were possible to be reached in ac-
cordance to the requests of the research.

The interpretation of the results found reports to the 
condition of understanding what employees trust in the 
company, specially because the later demonstrate ethical 
standards and organizational solidity. Then, it is worth to 
mention to managers to guarantee the continuity of these 
proprieties, once the lack of confidence in any relationship, 
and in this case, a labor relationship, can lead to a quick 
dismantling of the ties, and it is known that to rebuild the 
previous conditions can be very costly, both for the organi-
zation and for the individual, as they demand a considerable 
amount of time. It is understood that the breach of trust in 
an enterprise prints into the group the condition of social 
failure, in which interpersonal relationships are seen highly 
compromised by the variables of trust. 

In reference to the employees, it is also seen as a repre-
sentative variable, and once it can be evaluated, it repre-
sents a greatness directly proportional to trust, indicating 
an important path to the development of organizations. In 
order to achieve productivity, effectiveness, as well as indi-
vidual satisfaction and needs of collaborators, the organiza-
tions work on different efforts. In this sense, it is understood 
that compromised collaborators will influence organizations 
to compete more effectively, once they do their best for the 
company. The results of this study demonstrate that affilia-
tive commitment is determinant in the enterprise studied. 
Such commitment is part of the feeling of belonging, an 
identification developed by individuals in relation to the or-
ganization.

Chart 9. Matrix of correlation between factors

Correlation Affective Com-
mitment

Lack of Job 
Alternatives

Promotion, Finan-
cial Recognition, 

and Growth of the 
Employee

Ethical Standards 
and Organizational 

Solidity

Rules and 
responsi-bilities 
of the organizat-

-ion
Affective Commitment and 

Moral Obligations 0.593** 0.004 0.794** 0.769** 0.620**

Affiliative Commitment -0.158 0.615** 0.660** 0.665**
Lack of Job Alternatives 0.051 -0.080 -0.009

Promotion, Financial Recog-
nition, and Growth of the 

Employee
0.768** 0.699**

Ethical Standards and Orga-
nizational Solidity 0.662**

Source: The authors themselves. 
**The correlation is significant in a 1% level.
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As a conclusion, the research aimed to establish a rela-
tionship between the constructs Trust and Commitment. 
After the analysis, it is possible to confirm certain level of 
association between the factors, which corroborates with 
the previous findings of Morgan et Hunt (1994). Among the 
most significant associations, there are facts that mention 
that as more Promotions, Financial Recognition, and Growth 
of the Employee, higher is the affective commitment of the 
employees.

The limitation of this research was found in the size of the 
sample, which makes that the results of this study cannot 
be generalized. Then, new investigations are suggested to 
observe the proposed association in other context. Future 
studies can contribute widening the understanding about 
trust of the employee in the organization and organizational 
commitment, searching to identify the influence as well as 
the impact of the intention for turnover of the laborer, thus 
becoming a scientific contribution for the praxis in the field 
of organizational behavior.
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