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Abstract. The purpose of this study is to analyze the role of trust in Mexican companies in relation to
organizational factors, the leadership and career satisfaction of employees. To achieve this objective, a
quantitative method of structural model equations was used. The sample consisted of 181 individuals
working in service businesses, manufacturing and public service mainly. The study was done in the central
part of Mexico. The study results show a positive correlation of trust of employees towards their managers
related with benevolence and integrity. With regard to the relation with organizational factors, a strong
relationship was found between trust and leadership but not with the policies related to management
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of employees. Finally, a weak relationship between leadership and career satisfaction of employees was
confirmed. Through the model analyzed, it can be stated that the culture plays an important role for
the development of trust in organizations. Also, recommendations for policy makers, such as ways of
increasing feedback through employees, are presented.

Keywords: trust, human resources, organizational leadership, Mexico.

Introduction

In Mexico, the concept of trust in organizations has not been explored. Although there
has been much talk about corruption in Latin American countries in recent times, the
damage it can cause to the productivity of organizations must be quantified to under-
stand its dimensions (Sanchez & Lehnert, 2018). In contrast, trust is an element that
must be studied in emerging countries to identify the scope that it can have not only in
the economic benefits of organizations, but also in the relations between workers (De
Clerq & Bouckenooghe, 2019). In this study, we will investigate the confidence that
workers have toward their managers in their organization with aspects of organizational
culture and career satisfaction as professionals.

Within the Latin American context, there is a cultural diversity which is the result
of the fusion of different native racial origins created by Spanish colonization. This has
resulted in the emergence of new models of power over the centuries (Quijano, 1999).
These models of power are reflected in formal political and economic systems that are the
result of the transformation of organizations generated in colonialism (Quijano, 1995).
At the same time, this fusion of thoughts and cultures has permeated the current socie-
ty resulting in organizations with unique and different features that have generated the
development of society, but retaining some values that have been preserved over time.
This has created an unequal distribution of wealth over time where new structures for
the development of organizations must emerge (Bustillo, Artecona & Perrotti, 2018).

According to Luhmann (2000), trust is functionally a mechanism for the reduction
of social complexity. For this researcher, trust is a key concept to understand the Ameri-
can socio-economic system of the nineteenth and twentieth century as systems become
more complex along with the loss of confidence. The relationship of trust between an in-
dividual and the systems must be reestablished to achieve productivity improvements.
However, the connection of trust between citizens and the government may be totally
lost, as is the case in some Latin American countries. This becomes evident when we
analyze the performance of some politicians including, of course, the Mexican case.

Modernity has generated the current institutions and organizations of our society
such as government, banks, etc. The confidence of citizens and employers is an impor-
tant element to understand the economic development of Latin American countries
(Zevallos-Vallejos, 2003). Authors such as Putnam (1993) have proposed that social
reciprocity generates wealth compared to a society that does not trust in its institu-
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tions; trust is a social lubricant that facilitates the relationship between organizations
and people. Regarding this, Bjernskov (2012) states that, although the literature on
social capital has presented a number of possibilities on the influence of social confi-
dence in economic development, the conclusions of his work suggest that confidence
has identifiable effects through two channels only: schooling and governance. This re-
search project is intended to understand the relationship of trust, organizational culture
and the career satisfaction of employees.

1. Theoretical framework
1.1 The study of trust in organizations

People, when working in an organization, develop interdependence to achieve com-
mon goals; this implies the concept of trust. Trust is present in any interaction within
the organization; it is a basic element for the organization to achieve goals. For example,
Newman et al. (2019) established the relationship that trust has on work performance
taking into account the disposition of trade unions, the work environment and safety at
work. The concept of trust is implicitly found in contracts or negotiations between both
sides, but generally people either “trust” or “ not trust”. According to Arrow (1972), any
business relationship has an element of trust, and in the future, trust in institutions and
organizations will affect the number of transactions that are made. In other words, trust
is present in any transaction that is made whether it is the purchase of a house, the nego-
tiation between coworkers, etc. A lack of confidence can lead to legal problems for the
repair of the damage or to misunderstandings with the people with whom we interact
in the organization. Ashnai, Henneberg, Naudé and Francescucci (2016) linked in their
study the trust in commercial relationships and their impact on economic performance.

Misztal (2013, p.3) argued that “the recent increase in the visibility of the issue of trust
can be attributed to the emergence of a generalized awareness that the existing bases for social
cooperation, solidarity and consensus have been eroded and that there is a need to look for new
alternatives. For example, current organizations assign their employees multiple roles, which
transcend functional limits since they are empowered to act in this way”. These functions
are demanding and could not be performed without the confidence that those involved
are competent, benevolent and able to understand the situation. The development of a
model of trust in the organization is enduring and practical since you can have lasting
relationships of work among employees. In the study of trust in the organizational con-
text, Yu, Mai, Tsai and Dai (2019) found a positive interaction between employee or-
ganization relation and organizational trust. When using self-directed teams, trust takes
an important role because direct observation is not useful (Flavian, Guinaliu & Jordan,
2019). Bulinska-Stangrecka and Bagienska, (2019) also demonstrated the importance
of trust for team collaboration and innovation. So far, the understanding of trust can
facilitate cohesion and collaboration among people (Meyer, Davis & Schoorman, 1995).
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Confidence, according to Mayer, Davis and Schoorman (1995, p. 712), is “when the
will of one of the parties is vulnerable to the actions of another party based on the expecta-
tion that the other will perform in a particular order of importance for him, regardless of the
ability to supervise or control that other part”. According to Sheppard & Sherman (1998,
p- 422), “trust is accepting the risks associated with the type and depth of the interdepend-
ence inherent in a given relationship”. Researchers such as Burke, Sims, Lazzara and Salas
(2007) and Tzafrir and Dollan (2004) have made an extensive list of the meaning of
trust, some examples are shown in Table 1.

TABLE 1. Definitions of Trust

Definition Author
The willingness of one person to be vulnerable to the actions of another

party based on the expectation that the other party will perform anac- | Meyer, Davis and
tion that is particularly important to the first, regardless of the ability to | Schoorman (1995)
supervise or control the other party.

A psychological state comprising the intention to accept vulnerability Rousseau, Sitkin, Burt
based on positive expectations of the intentions or behavior of another. | and Camerer, 1998

Cognitive trust refers to beliefs about the trustworthiness of another.
Affective trust refers to the importance of the role of emotions in the Gillespie and Mann,
process of trust. The confidence of the teams' behavior is based on the | 2004

sensitive information that is transmitted in the members.

Mutual trust is the confidence that results when one party observes
the actions of another and reconsiders one's attitudes and subsequent Serva et al. (2005)

behavior based on those observations.

Source: Tzafrir and Dolan (2004) and Burke, Sims, Lazzara and Salas (2007)

An exhaustive analysis of the definitions of the concept of trust was proposed by
Tzafrir and Dolan (2004) who concluded that there are five dimensions to identify this
behavior: 1) Confidence behavior. Trust consists of systematic and consistent proce-
dures and behaviors that are reinforced with the commitments made; 2) Demonstration
of skill. Having the competence, power and knowledge to face situations where trust
between people can be tested; 3) Sharing the information. It refers to being open and
receptive to freely give and receive information; this creates the process of information
flow to increase productivity; 4) Demonstration of concern. It implies that the parties
trust that no advantage will be taken over others in such a way that the welfare of the
participants will be considered; 5) Demonstration of harmony. It relates to feelings, in-
terests, opinions, purpose and values between work relationships in such a way that
harmony is created.

According to Powell (1995), trust as an absolute measure has little meaning. When
deciding whether to trust someone, individuals rarely make a value judgment without
gathering information about their reputation, their history, the values of the person, etc.
The value of the assets that are placed in a relationship of trust will affect the judgment
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of the person in such relationship. Therefore, trust is not a calculation or a belonging,
but it is learned and reinforced on the interaction or the transactions.

Lewis and Weigert (1985) used a sociological point of view where trust is seen as a
characteristic of the social structure that facilitates the interrelations between the par-
ties. This approach can be useful in understanding a generalized level of trust between
individuals that can improve their ability to interact. However, if an approach of this
type is used, it is not possible to identify the specific actions that can lead to having
more confidence by a team or person, which tells us that its current usefulness is limit-
ed. Regarding the social capital of the organization, Creed and Miles (1996) have de-
scribed trust as a “social glue” or a “social lubricant” that allows high diversity, global
organizational structures, absence of which will lead to alack of trust between the parts
of the social fabric and cause failure.

Authors such as Atkinson and Butcher (2003) argue that there are theoretical diffi-
culties in constructing an integrated vision of the term trust. Given the nature of trust,
which is difficult to observe and measure, it is closely related to social rules and cus-
toms. Therefore, it is a socially constructed phenomenon. In other words, trust will rep-
resent different positions according to the customs and social context. Also, another
issue that must be considered in establishing a trust relationship is the time pressure.
Gazdag, Haude, Hoegl and Muethel (2018) conducted experiments in relation to time
and trust, and found that managers have to develop strategies for building a trust rela-
tionship independently of time length.

Mayer and Davis (1999) argue that trust is made up of three factors: ability, benev-
olence and integrity. Ability is a group of skills, competencies and characteristics that
allow influencing some of the group members. Benevolence is the degree of interest
that an administrator or organization has towards their employees. For example, if an
employee believes that a manager cares about the interests of the employees, the man-
ager will be seen benevolent towards the employee. Integrity is defined as the percep-
tion of the employee towards the organization that adheres to a set of principles that the
trustor finds acceptable.

Mayer and Davis (1999) proposed that, over time, the employee will evaluate the
results in a positive way, in comparison with the previous ones, according to their “vul-
nerability”. According to these authors, vulnerability is the ability to give confidence or
withdraw it according to the situation. For example, if the employee’s vulnerability leads
to results that the employee believes are favorable, the employee will positively reevalu-
ate some combination of the three factors (ability, benevolence and integrity). Based on
the model, there are at least two ways that trust can develop. In addition to evaluating
previous results of employee vulnerability and reassessing honesty, the model suggests
that other factors may change the perception of reliability. Honesty is affected by three
different factors (capacity, benevolence, and integrity), we must reassess the perception
of the employee that will impact on trust. For example, if an employee’s actions reflect
the movement of the learning curve, the perception of the employee’s skill will rise.
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This movement of the learning curve is not necessarily linked to the vulnerability of the
employee; therefore, vulnerability is not related to honesty.

The importance of trust as a focus of the organization’s recent research in the so-
cial sciences is because it reflects the accumulation of substantial evidence and varied
benefits, both individual and collective, that accumulate when trust is given, either in
the organization or in society (Kramer, 1999). Perhaps the main finding in this regard
has been explained by Putnam (1993), who defined trust as a critical factor in under-
standing the origins of civic engagement and elucidated its role in the development of
democratic regimes in Italian communities.

Mexican organizations like any other of the world also manage a relationship of trust
between subordinates and managers. However, some authors such as Hofstede (2011)
have described Mexican society as highly collectivist and with a great distance in power
between heads and subordinates. This characteristic implies an unequal distribution
of resources, it is necessary to study the level of trust and the factors that influence this
phenomenon. As mentioned above, a relationship of trust helps to improve productiv-
ity in organizations because it avoids the establishment of controls in any work or task
that is assigned to employees. Leach-Lépez, Leach and Lee (2019) found that Mexican
workers are changing their values, becoming less collectivist, and the power distance is
diminishing. As mentioned above, a relationship of trust helps to improve productivity
in organizations because it avoids the establishment of controls in any work or task that
is assigned to employees. This study will allow Mexican managers to create a better un-
derstanding of the relations with employees in the work place.

1.2 The human factor in organizations

Nowadays, the trend of globalization of organizations is important to understand the
true value that people have. The human factor should not be considered as a strategic
resource only, but the most important resource of any organization (Radhakrishna &
Raju, 2015). People provide the real value of organizations through their skills and abil-
ities. Organizational talent is an asset that arises from the organization, and it is neces-
sary to cultivate it through relationships so that it can achieve better productivity and
competitiveness indexes.

There are many factors that affect workers in the organization, especially when it
comes to organizations where relations between people are complicated due to cultural
factors, communication, hierarchy, etc. In a research developed by Valizade, Ogbon-
naya, Tregaskis and Forde (2016), where the objective was to look for the “win-win” re-
lationship on the part of employers and workers, the authors suggested that association
practices should be analyzed and reinforced with an adequate climate. These partner-
ship practices should not be vulnerable to economic changes and should remain stable
over time to achieve job satisfaction among employees. Mayseless and Popper (2019)
highlighted trust as a key variable to understand the human relations at work. In this
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sense, Human Resources practices and their performance have been studied by several
authors (Huselid, 1995; Alfes, Shantz, Truss, & Soane, 2013).

A model widely used to measure organizational culture and relationships at work is
the model developed by Cameron and Quinn (2005). The model basically has two key
dimensions: a) The dimension of flexibility and stability and b) The dimension of inter-
nal or external focus. These dimensions are opposed depending on the type of culture
that occurs in an organization. In other words, an organization can show flexibility in
guiding its products or services, but then it would no longer have organizational stabili-
ty. In the same way, it can be internally oriented as it can be a bureaucratic organization,
or it can be oriented to the clients.

The dimensions covered by the Cameron and Quinn (2005) model are: organiza-
tional leadership, employee management, organizational cohesion, strategic emphasis
and success criteria. In this study, only two variables will be taken to identify the organ-
izational practices related to human resources. The management’s inclusion of human
resources within the organizational culture model is crucial for the evaluation of culture
and implies the roles that a leader must present with his staff. The behaviors presented
by the leaders are complex and contradictory (Denison, Hooijberg & Quinn, 1995),
these behaviors can be represented through Figure 1.

FLEXIBILITY

human commitment expansion

adaptation

facilitator

INTERNAL EXTERNAL
FOCUS integrator FOCUS
monitor
coordinator | director
consolidation maximisation of output
continuity

3 STABILITY 2

FIGURE 1. Behavior of the Leaders
Source: Vilkinas and Cartan (2001)

The figure shows the roles a leader can take depending on the activities he has to
perform. These activities are situational as proposed by Hersey and Blanchard (1993)
in their model. Leaders must show a wide range of behaviors to be effective and must
be able to integrate both internal and external approaches into their actions, but also
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stability and flexibility (Denison, Hooijberg & Quinn, 1995). These leadership actions
directly influence the management of employees reflecting the type of behavior typical
of the leadership style (Cameron & Quinn, 1999).

The model of Quinn et al. (2014) shown in Figure 1 illustrates the complexity of
behaviors that a leader has. The complexity of a leader’s behavior is the ability to devel-
op multiple roles and behaviors that circumscribe the variety of tasks involved in the
organizational context (Denison, Hooijberg & Quinn, 1995). To illustrate the paradox-
ical concept of the model, we will mention that there are situations within the organi-
zation where monitoring and control is required, but there may be other situations that
require a leader who innovates and adapts at the same time.

Leaders are constantly in contact with complex and challenging environments. It can
be argued that there are multiple definitions and theories that address the issue, some
theories emphasize the personal characteristics of the leader, other accentuate their
functions within an organization and some more focus on the particular circumstances
of the individual considered a leader, some other theories point to the circumstances
of its environment. According to Northouse (2013), the approaches most used to ad-
dress leadership are: the style of the traits (Stogdill, 1974), the style approach (Blake
& Mouton, 1985), the situational approach (Hersey & Blanchard, 1993), the theory of
contingency (Fiedler & Garcia, 1987), the theory of member-leader exchange (Graen
& Uhl-Bien, 1995) and transformational leadership (Bass, 1997). These approaches
or theories have been studied extensively by various authors since the mid-twentieth
century to date and have been applied in various types of organizations such as military,
education, business and government. The main goal in conducting these studies is to
increase the leadership of managers in order to achieve organizational objectives. In a
study conducted by Carter, DeChurch, Braun and Contractor (2015), a review of lead-
ership theories highlights four main factors:

1) Leadership is relational. At a minimum, the leadership involves two people.

Without followers, there is no leadership.

2) Leadership is placed in context. The contingent theories suggest that the leader
considers the specific situation of the context. The leaders act by considering the
personnel they are in charge of and the interaction of their environment.

3) Leadership is a pattern. The leadership relationship between different people is
unique and constitutes a pattern of action.

4) Leadership can be formal and informal. Leaders can originate from a position of
power in the organization or they can arise naturally among the members of a
group.

The study supports the theory of complexity of leadership proposed by Denison,
Hooijberg and Quinn (1995). In their study, they found that highly effective leaders
are closer to the proposed model than ineffective leaders. The effective leaders showed
the use of the eight proposed roles (facilitator, mentor, innovator, intermediary, pro-
ducer, director, coordinator and monitor). According to Lavine (2014), the practice of
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leadership becomes more effective when one is aware of the paradoxes of the concept
and the tension that exists between the skills to be developed; while a leader has more
knowledge, he will improve his performance based on the model proposed in Figure 1.

Another factor that should be studied to understand the human factor in organi-
zations, which is generally a predictor of other variables such as performance, is satis-
faction with career or professional performance (Janssen & Van Yperen, 2004). Satis-
faction can be evaluated from an internal or external perspective; in the internal case,
it helps to give meaning to the experiences that are achieved and is determined by the
individual. It is also a quick evaluation where self-imposed standards are compared. In
the case of external evaluation, different actors are required to be involved in the pro-
cess, and it could be considered a peer and supervisory evaluation (Abele, Hagmaier &

Spunk, 2015).

Benevolence

Organizational Career
Leadership Satisfaction

Employees
Management

FIGURE 2. Hypothetical Model According to the Theoretical Framework

Source: Own elaboration

According to Janssen and Van Yperen (2004), supervisors or bosses are the out-
standing agents to determine the products of their subordinates’ work; this productiv-
ity is also determined by the quality of the relationship that is maintained between the
leader and the subordinate. Then the motivation to the achievement of the subordinate
will be determined by the need to advance in the professional careers of the employees.
The need to have standards and meet or exceed them helps a person self-evaluate posi-
tively, but there may also be situational variables to set these standards (Harris, Anseel
& Lievens, 2008). Taking into consideration what is stated in this theoretical frame-
work, the following hypotheses can be constructed according to Figure 2:

H1. There is a relationship between integrity, benevolence and trust perceived by workers in rela-
tion to their employers.
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H2. There is a relationship between trust, leadership and employee management perceived by

workers in relation to their employers.

H3. There is a relationship between leadership and career satisfaction perceived by workers.

2. Methodology

A descriptive and correlational study was carried out through structural equations to
find the relationships between trust and its repercussions in the human factor of organ-
izations. In order to perform a structural model, the reliability and validity tests of the
scales were first carried out by means of the exploratory factor analysis technique using
the SPSS software. Structural equation modeling (SEM) is a statistical method that
helps to understand models where several variables intervene in a model that goes be-
yond multiple linear regressions. According to Fox (2002 ), the models of simultaneous
equations are multivariate multiple regressions. SEM is a variant of multivariate models
which has been used to explain complex processes in which there is interest in using
independent variables, intervening variables and dependent variables. This model is
more advanced than multivariate statistics models because it allows us to find relational
paths between the different types of variables. The idea of structural equation models
is to represent causal relationships between two or more variables simultaneously. The
analysis of structural equations was carried out using the AMOS V 22 software.

2.1 Description of the sample

The sample was random from diverse industries in the State of Guanajuato, this is a
condition for it to be representative and therefore useful. Additionally, it should reflect
the similarities and differences found in the population, that is, exemplify the charac-
teristics. The sample of the present study integrated 181 individuals who are workers
employed by diverse industries of the Laja-Bajio region in the State of Guanajuato. We
used the database of the External Service Department of our universities (Tecnolégico
de Celaya and Universidad de Guanajuato) to gather the data. The individuals were
contacted by email. The region is characterized as having automotive industry, footwear
and food production, etc.

Regarding the studied population, it is worth mentioning that 53% belong to the
masculine gender and 47% feminine, the age oscillates between the 21 and 59 years,
with the following distribution: 37% of those 21 to 30 years old, 41% belonging to the
age group between 31 to 40 years old, and 22% of more than 40 years old. In relation
to the academic level of the participants, they are graduates from the universities, and
most of them have a bachelor’s degree (72%) or higher (28%). Their work experience
varies from one to ten years (55%), from ten years to 20 years (37%) and more than 20
years (8%). The workers are engaged in the following kinds of business: manufacturing
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40%, services 36%, public management 20% and others (agriculture, mining, construc-
tion, etc.) 4%. In terms of the size of the organizations studied, 23% are with less than
100 employees, 36 % employ between 101 and 1000 employees and 41% have more
than 1000 employees.

2.2 Scales used

The instruments related to trust, integrity and benevolence were taken from the scales
developed by Mayer and Davis (1999), using a Likert scale from 1 to 9 where 1 implied
“strongly disagree” and 9 “highly agree”. Leadership and management of employees
were measured considering the organizational culture scale developed by Cameron and
Quinn (2005). Just like in the previous case, a Likert scale from 1 to 9 was used, with 1
implying “strongly disagree” and 9 “highly agree”. To measure the satisfaction of the ca-
reer, the same scale with 9 items was taken from Greenhaus, Parasuraman and Wormley
(1990). The translation of the instruments into Spanish was carried out by two experts
on the subject, and to ensure the accuracy of the words, it was translated into English
again. This procedure is known as “back translation” for multicultural studies (Brislin,
1970). First, we obtained the descriptive data and the Pearson correlation of the varia-
bles under study, this is shown in Table 2.

TABLE 2. Descriptive Statistics and Pearson’s Correlations of Variables

Variable Media DS 1 2 3 4 S
1 Integrity 5.73 2.03
2 Benevolence 5.32 1.98 0.806**
3 Trust 5.64 1.94 0.846™* | 0.785*
4 Leadership 5.40 2.15 0.641** | 0.595** | 0.577**
ISMEI;I;I :i:st 5.60 208 | 0.501% | 0.485* | 0431 | 0.773*
6 Satisfaction 7.38 1.52 0.097 0.039 0.039 0.099 0.075

Source: From data analysis and the results of SPSS software. ** p<0.01

As a second step to evaluate the validity of the questionnaire, an exploratory factor
analysis was used through the SPSS software. This analysis allows us to identify the
factors associated with the questionnaire. In order to obtain a tested questionnaire, two
associated types of tests are required with this analysis: The Kaiser-Meyer-Olkin indi-
cator (KMO) and the Bartlett’s sphericity test, and the variance explained by the ques-
tionnaire. The KMO test contrasts the partial correlations between variables, it can be
calculated for individual or multiple variables and relates the square of the correlation
between the variables with the square of the partial relation between the variables in
such a way that it is a measure of the adequacy of the sample. The closer the value to 1
is obtained, the better the KMO test. This implies that the correlation patterns are rela-
tively compact; values greater than 0.60 are considered acceptable. Bartlett’s sphericity
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test evaluates the applicability of the factorial analysis of the variables studied, so that
finding an index lower than 0.05 rejects the hypothesis that the correlation matrix is
an identity matrix to determine if the correlations are significant among the variables
and, finally, the explained variance tells us how much the questionnaire explains the
phenomenon studied.

The exploratory factor analysis of the benevolence scale related to senior manage-
ment is shown in Table 3. Cronbach’s alpha for this scale was 0.874. The variance ex-

plained was 67%.
TABLE 3. Factorial Loads of Benevolence Items
Item Load Factor
Top management really watches over what is important to me. 0.909
Top management is concerned about my well-being. 0.862
My needs and wishes are very important for top management. 0.814
The top management would go out of their plans to help me. 0.805
Top management would not consciously do something to harm me. 0.687

Source: Items adapted form Mayer and Davis (1999)

To assess the integrity of top management, six items were used. Cronbach’s alpha for
this scale was 0.90, the variance explained was 68%. The results of the factorial loads are
presented below in Table 4.

The factorial loads of the confidence items are shown below in Table 5. Cronbach’s
alpha for this set of items was 0.802, and the variance explained was 62.8%.

Four items were used to evaluate the concept of leadership, as in the previous cases,
the scale used was a Likert of nine points. Cronbach’s alpha was 0.87, the explained
variance was 72%, and the factorial loads of the items are shown below in Table 6.

TABLE 4. Load Factors of Integrity Items

Item Load Factor
The behavior of senior management is guided by solid principles. 0.893
Top management has a strong sense of justice. 0.872
Top management strives to be fair in dealing with others. 0.870
The actions and behaviors of senior management are congruent. 0.802
Iidentify with the values of senior management. 0.789
I never have to ask myself if the address can meet his word. 0.709

Source: Items adapted form Mayer and Davis (1999)
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TABLE 5. Load Factors of Trust Items

Item Load Factor
Top management is aware of the work that needs to be done. 0.724
I'am willing to let top management make decisions that influence issues that 0785
are important to me.
I'would be willing for top management to decide on my future in the com- 0.828
pany.
I'would trust to give senior management a task or problem that was critical 0.829
to me, even if I could not monitor their actions. ’

Source: Items adapted form Mayer and Davis (1999)
TABLE 6. Load Factors of Leadership Items

Item Load Factor
Leadership in the organization usually tries to be an example of coordina- 0.902
tion, organization, and efficiency with softness. )
Leadership in the organization usually tries to be an example of good sense, 0.885
aggressiveness, and orientation to results. ’
Leadership in the organization usually tries to be an entrepreneurial, innova- 0.820
tive, and risk-taking example. )
Leadership in the organization usually tries to give an example of paternal- 0771
ism, acts as a mentor and facilitates things. )

Source: Items adapted from Cameron and Quinn (200S).
The management of employees was evaluated considering four items according to
Cameron and Quinn (2005). The Cronbach alpha 0.853 result of the analysis was 69%,

and the variance explained was as shown in Table 7.

TABLE 7. Load Factors of the Employee Management Items

Item Load Factor
The management style in the organization is characterized by individual 0.891
initiative, innovation, freedom, and uniqueness. )
The management style in the organization is characterized by job security, 0.857
compliance, predictability, and stability in relationships. )
The management style in the organization is characterized by teamwork, 0.805
consensus, and participation. )
The management style in the organization is characterized by a hard com- 0778
petitiveness, high demands, and achievements. ’

Source: Items adapted from Cameron and Quinn (2005)
In the case of the items related to career satisfaction, the factorial loads are shown

in Table 8 below. The Cronbach’s alpha obtained was 0.926, and the variance explained
was 77%.
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TABLE 8. Factor Loadings of Career Satisfaction Items

Item Load Factor
I am satisfied with the progress I have made in meeting the goals of my career. 0.927
I am satisfied with the progress of the goals that I trace in my career. 0.904
I am satisfied with the progress I have made in meeting my income goals. 0.899
I am satisfied with the success I have achieved in my career. 0.853
I 'am satisfied with the progress I have made in meeting my goals to develop 0.818
new skills. )

Source: Items adapted from Greenhaus, Parasuraman and Wormley (1990)

Next, Table 9 presents a summary of the main indicators of exploratory factor anal-
ysis, as well as Bartlett’s KMO and sphericity tests.

TABLE 9. Statistical Indicators of the Adjustment of the Exploratory Factor Analysis

h
Questionnaire Cl:;:l’;c Explained Variance KMO Test Bartlett Test
Benevolence 0.874 67% 0.850 p<0.00
Integrity 0.905 68% 0.850 p<0.00
Trust 0.802 62% 0.790 p<0.00
Leadership 0.866 72% 0.860 p<0.00
1

Employee 0.853 69% 0.800 p<0.00
Management

Career 0.926 77% 0.880 p<0.00
Satisfaction

Source:The result of the SPSS exploratory factor analysis

Results of the exploratory factor analysis lead to the conclusion that in all cases the
questionnaires used have statistically significant reliability and validity indices. These
parameters are explained through the factorial loads, the Cronbach’s alpha, the variance
explained and the KMO and Bartlett tests (Field, 2013).

3. Model results

In order to evaluate the model of structural equations (SEM), Chi-square was consid-
ered as a first indicator (x> = 673.08 gl = 340), so the Chi-square test (x*/gl = 1.97;
p < 0.001) was satisfactory. The indexes of comparative adjustments (TLI = 0.903 and
CFI=0.913) as well as the approximation of the square root of the mean squared error
(RMSEA =.074) are within the accepted parameters for the validation of the model, so
it turned out to be an absolutely desirable and acceptable model (Rigdon, 1996). The
model realized through the AMOS 22 software is shown in Figure 3.
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As shown in the model, there is a relationship between the variables studied and the
human factor of the organizations. However, it is necessary to identify the loads of the
regressions and evaluate their statistical significance as shown in Table 10 to approve or
reject the hypotheses.

Benevolence

Career
Satisfaction

Organizational
Leadership

Employees
Management

FIGURE 3. Results of the Structural Equation Model.

Source: Statistical analysis through AMOS 22

TABLE 10. Testing of Hypotheses and Their Main Indicators

Relationship Load of the
between variables | regression
HI. Thereis arelationship | Benevolence-Trust =026 <0.005 | Hlisaccepted

Hypothesis P value Acceptance

between integrity, benevo- | Integrity-Benevo- p=0.85 <0.0001

lence and trust perceived lence f=0.62 <0.0001

by workers in relation to Integrity-Trust

their employers.

H2. There is a relationship Trust-Leadership f=0.85 <0.0001 | H2 isaccepted
between trust, leadership Trust-Employees partially
and employee manage- Management f=-0.16 <0.10

ment perceived by workers Leadership-Em-

in relation to their employ- ployees Manage- f=0.90 < 0.0001

ers. ment

H3. There is a relation- Leadership —Career p=0.12 <0.05 | H3isaccepted
ship between leadership Satisfaction partially

and career satisfaction

perceived by workers.
Source: The result of the SEM model
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4. Conclusions
4.1 Theoretical implications

Through the review of the theoretical framework we realized that trust is an important
factor to be considered in any type of relationship that exists between two people or
between individuals and commercial entities or institutions. The relationships where
trust intervenes are diverse in nature and can be personal, work or even virtual when a
business relationship is established remotely. Trust is a factor that determines whether a
person can establish a link simply with a handshake or must sign a strict contract where
the parties commit to certain agreements.

The scope of the study of trust in our research is related to the Mexican professional
worker in relation to his immediate boss. It is necessary to establish a relationship of
trust so that there really exists leadership according to our results. But for this relation-
ship of trust to be established, it is first necessary that there should be integrity on the
part of the person who seeks to exercise leadership. In other words, according to the in-
dicators evaluated, it is necessary to have a sense of justice, consistency between saying
and acting, and ethical values. The relationship of trust then, is strengthened by integri-
ty and benevolence. The benevolence, according to the items evaluated, is the good will
that a manager has in relation to his employees. The present study presents a difference
from the studies conducted by Mayer and Davis (1999) in the North American culture
where it was found that there is a relationship between integrity, benevolence, ability
and trust. The results of our study prove Hypothesis 1. Therefore, trust, benevolence
and integrity should be promoted in the organization to achieve organizational climates
that support leadership. In the recent study by Nedkovski, Guerci, De Battisti and Siletti
(2017), the relationship between the practices of trust and benevolence is established
for an ethical organizational climate that favors the development of employees.

Hypothesis 2 is related to trust in relation to organizational leadership practices and
employee management. The results demonstrate a strong relationship between trust
and leadership in such a way that trust is a key factor in establishing leadership. On the
other hand, the style of leadership is closely related to the management of employees.
However, the results show that there is a negative but significant relationship between
trust and the management of employees. In other words, confidence influences lead-
ership directly, but the leadership style apparently establishes the form of employee
management. In this sense we could further investigate how a leadership in the field of
our Latin American society is more influenced by trust. The present work supports the
proposal by Baek and Jung (2015) that establishes a significant relationship between
trust and the general organizational climate of the organization.

In relation to Hypothesis 3, we concluded that there is a weak relation between ca-
reer satisfaction and the leadership perceived by the employees. In this sense, career
satisfaction is a wider concept that involves personal goals and career expectations. It
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seems that manager 's leadership is more like a mediation variable, but this relationship
must be widely studied in the future for a better understanding. Han (2010) studied the
relation trust in peers, the leadership of the manager and career satisfaction, his study
concluded that leadership partially mediates trust and career satisfactions. Our findings
agree with his study.

The results of Mayer and Davis (1999) and those found in our study present a di-
lemma to be investigated: do cultural nature variables influence directly the concept
of trust? Considering the results, we could see that there are significant differences for
different cultural contexts. In their original model, Mayer and Davis (1999) found a
relationship between trust, benevolence, integrity and ability, however, we couldn’t
replicate this study. Then it is assumed that cultural factors could significantly affect
the concept of trust in the leader and its results. As established in post-colonial studies,
there is a difference between the leaders of other cultures such as that of Americans, and
what we would consider is the Latin culture and, specifically, Mexican culture. Authors
such as Aktas, Gelfand and Hanges (2016) have demonstrated these differences.

4.2 Practical Implications

This study has several implications for business managers and policy makers. Talent
retention is essential for reaching business goals and preserving and developing strate-
gies in changing markets. To meet standards of talent retention, employees must meet
their career satisfactions goals. Career goals partially depend on how the organization
interacts with their employees in relation with career expectations and leadership. Trust
directly interacts with the leader through their performance. If the leader does not show
integrity and benevolence, the employee will not trust in his behavior to reach better
performance. As Bulinska and Bagienska (2018) established, trust is a fundamental el-
ement for sustainable development of organizations. The relationships of trust between
the employer, the employee and the organization are complex, especially in Mexico.
Due to the levels of corruption shown in the government and also in some private busi-
ness (Stanfill et al., 2016), the employee usually does not trust easily at a first moment.
The trust relationship must be developed over time and with consistent behavior be-
tween the leader and the employee. As Starnes, Truhon and McCarthy (2015) estab-
lish, leaders with personal agendas and desire of power that pursue only self-rewards or
are incompetent would create barriers for building trust.

Thus, the decision makers and the human resource department of all organizations
should include policies that reinforce the trust behaviors in their managers. These poli-
cies could establish some means for getting feedback from employees such as suggestion
mailboxes, interviews, surveys, etc. The managers should show a congruent behavior of
what they declare and how they act, because employees are aware of how their leaders
act, especially these days when the use of social networks is empowered by technology,
the millennial generation of employees are changing the face of business promoting dif-
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ferent values which promote the human rights. Latkovij, Popoyska and Popovki (2016)
found that the millennial employee promotes the honesty value, their study was done
in an emerging country. However, there is no research about trust and millennials in
Latin-American contexts. So far, the awareness is that societies are changing faster than
would be expected (Leach-Lépez, Leach & Lee, 2019), and globalization seems to be a
factor to influence the models of conduct of business in emerging countries.
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