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The aim of this research is to reveal the effect of organizational support perception of teachers on the 
organizational trust perception of their schools who work in the primary schools. The research is a 
descriptive scanning model type of research. The universe of the research consists of 1637 teachers 
who work in the town of Kocaeli of Izmit city. The sampling of the research consists of 680 teachers 
working in 12 schools who have been chosen randomly. The data of the research has been collected 
with the organizational support perception and organizational trust scales. In the research the 
hypothesis which has been developed according to the institutional information and findings has been 
tested. In order to test the hypothesis correlation and regression analyses have been conducted. At the 
end of the research a highly positive (r = 0.75) relation between the organizational support perception 
and organizational trust perception has been determined. It has been discovered that organizational 
support perception is an effective variable in the regression of the organizational trust in a positive way. 
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INTRODUCTION 

 
Organization is a whole and system which consists of the 
sub and upper systems which are interrelated. Workers, 
who are reinforced and in every aspect endowed, are 
required in the system to operate in a good way. 
Reinforced workers need to be supported by their 
organizations, manager’s subordinates, colleagues in 
order to complete their tasks in an efficient way.  

Social support is also described as someone’s 
contribution and help to the others to find solutions for the 
problems and feel better about themselves (Lirio et al., 
2007) like it is described as the meeting of the basics of 
an individual such as belonging, love, appreciation, self 
actualization by interacting with other individuals (Ünsar 
et al., 2009). Eisenberger et al. (1986), explained the 
beliefs with the organizational support perception by 
stating that the workers develop general beliefs on whe-
ther their organizations support them or not (Rhoades 
and Eisenberg, 2002) . Eisenberg et al. (1986), describe 
the perceptions and feelings which are towards the 
organizations gave importance to their workers and care 

 
 
 
 

 
about their satisfaction. In summary organizational sup-
port perception is that the workers feel secure by being 
aware of the fact that their organizations are behind them. 
 

Organizational support can demonstrate itself in shapes 
such as supporting the innovative ideas in the 
organization, providing the mandatory/necessary 
sources, giving specialization or movement, freedom and 
socio politic support (Zampetakis et al., 2009). 
Compliance, financial and career supports also matter in 
the embodiment of perceived organizational support 
(Kraimer, 2004; Akin, 2008). Information support in the 
organizations (e.g advice, suggestion) can be in the way 
of tool support (e.g money, material), emotional support 
(e.g trust, to respect) and assessment (e.g feedback) 
(Lirio et al., 2001). 

In the creation of the organizational support perception 

in individuals, besides individuals’ personal 
characteristics, the characteristics of the environment are 

important too. (Lirio et al., 2007). The social support in 
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the working place can come from colleagues, 
subordinates or seniors. In the embodiment of the 
organizational support perception that the organization 
workers support each other is as important as the support 
of management/top management. When the work stress 
is on the carpet, it has been seen that the most intensive 
social support is provided by the colleagues (Lindorff, 
2001).  

The director of the organization has a significant effect 
on the organizational support as the director is also the 
representative of the organization (Rhoades and 
Eisenberger, 2002; Eisenberger et al., 2002). According 
to Celep (2000), behaving in a sincere way, condoning 
the mistakes, encouraging risks taking, providing a trust 
atmosphere where the workers can express their ideas in 
a comfortable way are ranked as the supportive 
behaviours of the director.  

The support which is provided in the organizations has 
functions like giving emotional relief by providing the 
needed goods/ services, providing ways to deal with 
problems by guiding employers, contributing the 
employers’ personal development with feedbacks, 
protecting the employers from the harmful effects of 
stress by connections between employees (Kaner, 2003). 
When these functions actualize, the employees are 
affected in a positive way in terms of emotional and 
physical health (Eker et al., 2001).  

In the studies which were conducted on the employees, 
it was observed that organizational support perception 
affected many organizational output (Rhoades and 
Eisenberger, 2002). One of the variables of 
organizational support perception is organizational trust. 
Many studies which show that organizational support 
perception increases organizational trust, exists 
(Eisenberger et al., 1986; Tan and Tan, 2000; Chen et 
al., 2005; Ferres et al., 2005).  

Baier (1986), describes the trust as meeting the 
expectations of the trusting person related to the trust 
organization in general, Das and Teng (1998) have 
described that one part believes that they depend on the 
other and both parts possess positive and durable 
expectations concerning behaving in a responsible and 
honest way to achieve the mutual aims.  

Lewicki et al. (1998) described organizational trust as 
employee’s positive expectations about the policies and 
the applications of the organization which will affect them 
and the belief that the organization will support them. 
Mishra and Morrisey (1990) describes organizational trust 
as the feeling which occurs as a result of the perception 
related to the support provided to the employee by the 
organization. In another description organizational trust is 
described as the expectation of the employees from the 
organizational relations and behaviours web (Shockley-
Zalabank et al., 2000) . Trust in the manager is described 
as the belief that the manager will keep their promises 
and be honest and the support feeling expected from the 
manager (Gilbert and Tang, 1998). As it is seen, most of 

 
 
 
 

 

the expectations in the trust descriptions depend on the 
support perception which includes both psychological and 
physiological factors.  

In the literature scan conducted by Polat (2009), it has 
been determined that organizational trust affects many 
variables and have many positive outputs. It has been 
determined that highly organizational trust increases 
organizational commitment, keep the moral of the em-
ployee high, facilitates delegation of authority, decreases 
the absence of employees, facilitates the organizational 
renovation by decreasing the resistance to change, 
facilitates problem solving and decision taking process, 
increases job satisfaction, lowers the organizational 
stress level, facilitates showing the citizenship behaviour. 
Besides, organizational trust has a significant role in 
facilitating collaboration at schools, developing open 
school cultures, encouraging group commitment, school 
leadership and student success and increasing school 
quality.  

As it is seen, organizational trust provides positive 
outputs for the organization and employees directly and 
indirectly. In the determination of the trust level, one of 
the important variables is the organizational support 
perceptions of the employees.  

Even though there are limited studies which examine 
the organizational trust perception and organizational 
trust relationship effect on health organizations (Ferres et 
al., 2005), companies (Tan and Tan, 2005; Albrecht and 
Travaglione, 2003) and different professions in different 
work organizations (Chen et al., 2005) a study which 
explicates this relationship has not been seen in the 
educational organizations. The research is important for 
explicating the relationship between these two variables 
in terms of educational organizations. 
 

 

ORGANIZATIONAL SUPPORT PERCEPTION AND 

ORGANIZATIONAL TRUST RELATIONSHIP 
 
In the trust perception at least 2 groups must exist. The 
high degree exchanges between the individuals are 
based on trust and respect (Bass, 1985; Burns, 1978). 
According to Blau’s social exchange theory, the two parts 
which depend on each other provide something to each 
other mutually (Eisenberger et al., 2002). According to 
this theory employees provide support for their 
organizations as much as they receive from them (Shore 
et al., 1994; Eisenberger et al., 2002).  

According to the informing mutual theory, the existence 
of a relationship based on trust in the organization 
facilitates exchange relation between the parts, it affects 
many work and employee output. The fact that the 
organizations take the employees into consideration and 
supports them prepares ground for trust and 
consequently the organization receives the response of 
this positive feeling in a positive way (Gilbert and Tang, 
1988; Dirks and Ferin, 2002). 



 
 
 

 

Organizational support perception assigns the 
foundation of trust in organizations (Eisenberger et al., 
1990). The employees become more enthusiastic about 
constructing reliable relationships as a result of the 
positive expectations created by acceptable behaviours. 
Within the framework of exchange theory, trust helps a 
system which guarantees an exchange relation between 
the parts to occur (Rousseau, 1995) and parts widens the 
borders of exchange relation between the parts (Mayer et 
al., 1995) . By means of the increase of these exchanges, 
the trust between the parts continues to increase 
gradually. 

It has been determined that the employees who receive 
social support feel more secured and less stressful than 
the ones who do not receive social support (Tutar, 2000). 
The employees who receive the support of the 
organization concentrate on their jobs more and do not 
think about quitting their jobs (Eisenberger et al., 1990). 
Besides it has been found out that organizational trust is 
a moderator variable between organizational trust 
perception and many variables (Konovsky and Pugh, 
1994; Brocker et. al., 1997).  

According to the results of this organizational and prac-
tical study, the hypothesis of the study has been formed 
like this: “There is positive meaningful relation between 
the teachers’ organizational support and organizational 
trust perception; teachers’ organizational support percep-
tion is a meaningful predictor of organizational trust.” 

The aim of this study is to determine the relations 

between the organizational support perception and 

organizational trust. 
 

 
METHOD 
 
Research design 
 
This research is a descriptive relational scanning modal as it 

intends to determine the relation between organizational support 

perception and organizational trust perception. 

 

Universe and sampling 
 
The universe of the research consists of 1637 teachers who work in 
63 official primary schools of town of Kocaeli of city of Izmit in 
2009/2010 academic year. In this research private primary schools 
are excluded. The sampling size has been calculated with the 

sampling determination formula (n=N×(t)
2
×p×q/(d)

2
×(N-1)+(t)

2
×p×q) 

(Ba , 2001) and sampling size has been determined as 646 
teachers. From 63 schools 12 schools have been chosen randomly 
and 680 teachers who work in these schools have been added into 
the sampling of the research. 
 
 
Data collection tools 
 
The data of the research has been collected with organizational 
support perception scale and organizational trust scale. Likert scale 
has been graded as 5 spaced between 1 (I definitely do not agree) 
and (I completely agree).  

Teachers’ organizational support perceptions have been measured 

 
 
 
 

 
with the organizational support perception scale developed by 
Eisenberg et al. (1986). The scale with 14 components consists of 
one factor. The scale’s Cronbach alfa coefficient has been 
calculated as 0.88.  

Organizational perception has been measured with the organi-
zational trust scale developed by Daboval, Comish, Swindle and 
Gaster (1994). The adaptation of the scale with 21 components has 
been made by Kamer (2001). In the applied factor analysis, it has 
been seen that the scale is one dimensional and the Cronbach’s 
alpha coefficient of the scale has been calculated as 0.96. 

 

Collection and distribution of the data 
 
The teachers who work in 12 schools in the sampling group have 
been given the measurement tools and one week later they were 
collected back. Out of 680, 618 of the tools were given back and 
608 of them have been processed and used in the data analysis. 
45% of the teachers whose data has been analyzed are male and 
the rest is female. 

 

Data analysis 
 
In the research to determine the levels of organizational support 
perception and organizational trust on the teacher, arithmetic 
means has been taken into consideration. When the arithmetic 
means are interpreted, the gaps have been valued as: 1.00 – 1.79 
“very low”, 1.80 – 2.59 “low”, 2, 60 – 3, 39 “medium”, 3.40 – 4.19 
“high”, 4.20 – 5.00 “ very high”. To examine the relation between 
organizational support and organizational trust of the teacher, 
correlation analysis has been made. When the correlation 
coefficients are assessed, if the correlation coefficient is between 
0.70 and 1.00, it has been interpreted as “high”, between 0.69 and  
0.30 it has been interpreted as “medium”, and if it is 0.29 and below 
it has been interpreted as related to “low” level (Büyükoztürk, 2005) 
and when it gets closer to 0.00, it has been interpreted as irrele-
vant. To control the effect of the organizational support perception 
on the organizational trust a regression analysis has been applied. 

 

FINDINGS 

 

The arithmetic means related to the organizational 
support and trust perception of the teachers are given in 
Table 1. When the teachers’ organizational support 
perception is on medium level (x = 2.96), organizational 
trust is on high levels (x = 3.57). In the study where 
Arslan (2009) measured the organizational trust 
perception of teachers of the vocational schools, the 
organizational trust perception of the teachers was on 
high level (x = 4.01).  

It is seen that there is a high level, positive relationship 
between the organizational support perception and 
organizational trust of the teachers (Table 2). As it is 
seen, there is a high level relationship between organi-
zational support and trust. The results of the regression 
analysis is related to the organizational support 
perception of the teachers predict organizational trust are 
given in Table 2.  

The organizational support perception of the teachers is 
an important predictor of the organizational trust. (R = 

0.745, R
2
 = 0.555, p < 0.01). The organizational support 

perception of the teachers explains approximately 56% of 



 
 
 

 
Table 1. The arithmetic means and standard deviation related to the organizational support and trust perception of 

the teachers.  
 

 Variable n x Ss  

 Organizational support perception 730 2.96 0.97  

 Organizational trust 730 3.57 0.93  

 
 

 
Table 2. The results of the regression analysis related to that the organizational support perception of the teachers predict 

organizational trust.  
 

 Model 1  Predicted variable: Organizational trust   

 Predictor variable B ShB  t r p  

 Constant 1.454 0.074  19.701  0.000  

 Organizational support perception 0.715 0.024 0.745 30.139 0.75 0.000  

 R = 0.745 R² = 0.555       
 F(1,729)= 908,380 p = 0.000       

 
 

 

the variance in the trust variable. 
While in the research conducted by Tan and Tan 

(2000) on the companies, the effect of the organizational 

support perception on the organizational trust was found 

as  = 0.43, in the research of Albrecht and Travaglione 

(2003) it was found as  = 0.26. 
 

 

DISCUSSION AND CONCLUSION 

 

In this research which searches the relation between the 
organizational support perception and organizational trust 
and the effect of the organizational support perception on 
the organizational trust, a very positive relation between 
the organizational support perception and the organiza-
tional trust. Besides, it is seen that organizational support 
perception is a significant predictor of the organizational 
trust. This finding shows consistency with the findings of 
other research (Tan and Tan, 2000; Chen et al., 2005; 
Ferres et al., 2005).  

When the results of this research on the educational 
area are compared to the results of the research 
conducted in health organizations (Ferres et al., 2005) 
and companies (Tan and Tan, 2005; Albrecht and 
Travaglione, 2003), it is seen that the relationship 
between organizational support perception and 
organizational trust is stronger in health and educational 
organizations than in companies. It is seen that the effect 
of the organizational support perception on the organiza-
tional trust in the organizations which are included in 
service sector is higher. In the educational organizations 
where its workers and raw goods are human in the 
increase of organizational trust perception the quality of 
the interpersonal relationships has an importance. In the 
educational organizations, that the director- teacher-
support staff relationship has a logrolling quality has a 

 
 

 

significant effect in the creation of organizational trust. 
Thanks to this support, the workers of the educational 
organization who feel secured by being affected positively 
they complete their tasks in a better way. This situation 
without any doubt will affect the students’ success directly 
and contribute to organization’s being efficient and 
productive.  

In the studies related to confidence of the teacher, it is 
indicated that the helpfulness and supporting are the 
most expected characteristics of trust from a director 
(Tschannen-Moran and Hoy, 1998). Especially the 
supportive, caring and sensitive approaches are related 
with the trust on management and school (Kernan and 
Hanges, 2002; Mayer et al., 1995). The fact that the 
school directors give opportunities to the teachers to try 
innovations while they are working will increase the self 
confidence of the teachers (Brewster and Railsback, 
2003).  

Trust is a spiritual source for the school development 
(Bryk and Schneider, 2003; Brewster and Railsback, 
2003). In educational institutions trust in an internal 
matter of effective relations. Therefore the importance of 
the trust variable has to be realized and the ways to 
increase trust at schools should be searched 
(Tschannen–Moran and Hoy, 1998).  

As it is cited in the theoritical part of the research, 
organizational trust affects many organizational and 
individual output directly and indirectly. Thus the studies 
which will increase the organizational trust perception of 
the teacher are required. One of the ways of increasing 
the organizational trust is to strenghten the organizational 
support perception of the teachers. Compared to the 
other shareholders of the school, directors are more 
important. At that point, the school director has a 
significant role as the director support is attributed to the 
organization. 



 
 
 

 

First of all at schools, directors have to create a culture 
and atmosphere based on the support. Fulfilling the need 
of appreciation, affection and reference, giving the 
concordance support when they first begin at school or at 
work, helping them when they face difficulties, supporting 
the innovative ideas, providing the materials and sources 
they need, giving the financial support, giving them the 
liberty of movement leaning against their proficiency, 
supporting and encouraging them to carve out a career 
for themselves, giving them kind and constructive feed-
backs concerning their jobs, being there for them when 
they face emotional difficulties can increase the organi-
zational support perception of the teachers. Thereby the 
teacher whose organizational support perception 
increases will attract trust to their organization more. 
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