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Abstract: The present study aims at investigating the relationship between job stress along with its dimensions
and organizational trust among the municipality employee in Sirjan. This research is functional in terms of its
objectives and descriptive correlational in terms of the method. The main hypothesis of this research mentions
that there is a significant relationship between job stress and organizational trust in Sirjan municipality. The
research subjects consist of all the employee in Sirjan municipality. 150 questionnaires were distributed among
the employee and the number of subjects is calculated according to phoenix method. Besides two researchers
made questionnaires were used to collect data in order to measure job stress and organizational trust. To test
the hypotheses, Pearson correlation test and regression were used and the results proved there is a significant
relationship between all dimensions of job stress and organizational trust. Also regression results indicated that
job stress and its dimensions are good predictors for organizational trust.
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INTRODUCTION communications, the balance between job and life, payroll

The main factor of efficiency in organizations and in process or an attempt to be compatible with the
all the society is human resources. There is no doubt that individual’s worries when the organization is not able to
development of every society is based on training and meet their needs [11]. One of the main stressful factors in
improvement of its human resources [19]. Human are the the present society is the job. The stress which employed
main resources in every organization and they consist of people are faced with at work may have different reasons
individuals with numerous needs who will use their talent such as bad working conditions, large volume of work,
and skill at the organization service as long as they have shift work, long working hours, role conflict, weak
enough motivation and their needs are met [18]. Humans relationships between the employee, managers, the
are the axis and the main tool for the comprehensive inferior employee and paying little attention to the
development. The effective human resources are the main employee [13].
factor in continuation, success and achieving the Relationship between individuals is a main point in
organization goals [9]. One of the effective factors on organizations and a pattern to achieve the organization
individuals ‘performance in organizations is job stress and the employee goals [4]. Trust plays a main role in
which has jeopardized the health and hygiene of a large relationship between individuals and is recognized as a
number of the employee [12]. factor for cooperative behavior. Trust is considered as a

Jein and Cooper stated stress is a scientific concept factor for the organization and management success
and is created by two factors, 1- when individuals are well because lack of trust in the organization destroys open
known 2- when individuals are  not  understood  well. and honest communication and increases suspicion
They have also classified job stress among all the stress among the employee and management by deviation of the
kinds related to work and job strain which includes the information  flow  [17].  Mishra  defines  the organizational
following components: work related relationships, trust as a person’s tendency to vulnerability against
additional work, controlling, job security, resources and others  based  on  the  attitude  that  others  are all reliable,

and knowledge of the job. Lyndon defines stress as a
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honest and trustworthy [6, 20]. Vitner and others have Organizational Trust: Guillen Para, Denalda, Marcoperles
mentioned a frame work of exchanging trustable
managerial behavior by which managerial activities are the
base for creating trust [17]. Therefore we are trying to
understand whether there is a relation between job stress
and the organizational trust.

Hence, Ahmad et al found that the intrinsic
satisfaction had a stronger influence on intentions to
leave in the organization. Their findings have showed that
there are extrinsic values that impact the turnover
intention within the organization. Consequently, the
extrinsic satisfaction founded to obligate less influence
with negative relationship on turnover intention, which
means that the intrinsic value was satisfied. Moreover, the
turnover rate among the employees will be little compare
if only extrinsic values that focused by the management
to be fulfilled. It is expected that the contributions
proposed by this study were able to contribute towards
improving human capital management at local printing
company [1].

Review of Literature
Job Stress: Keshavarz & Mohammadi carried out a
research on “ Job stress & the organizational
performance” in which they listed participation
dimensions in making decisions, independence, progress
& achievement opportunities, feedback, role ambiguity,
working condition & knowledge of the job as effective
factors which increase job stress[14]. Ali and others have
classified stressful factors at  work  to  three categories,
job related, personal and organizational factors [3].
Aghayi et al believe stress is created by lack of harmony
between the individual’s needs & expectations and the
organization needs & expectations. They are also positive
that by using the theory of role features it is possible to
recognize stressful factors. They introduce four features
for every individual’s role which are as follows: the role
ambiguity, going to extremes (under time & overtime
working) and the role’s contradiction [2]. Bahrami et al
have also introduced going to extremes (under time &
overtime working) and the role ambiguity as dimensions
of job stress [5]. The organizational stress means
individuals’ opposite reactions to too much strain or their
own expectations. Stress appears when the employee
feels they are not supported by their managers, officials
and colleagues or their responsibilities do not equal their
abilities [16]. Stress is a natural and predictable experience
in work and life process whose all consequences are not
negative. Stress can be positive or negative based on the
condition. The positive stress increase motivation &
personal attempts. This kind of stress is necessary to
have a perfect and active life which improves the
individual’s performance [17].

introduced four components of trust which consist of
honesty, competence, openness, loyalty and attention [8].
Chooghtay has also mentioned trust dimensions as
openness, reliability (stability), attention and competence
[7]. Boodlayi et al have considered five dimensions for
the organizational trust, openness, honesty, reliability,
competence, being worried (attention) and identification
[6]. Zareei Matin, Tahmasbi and Mousavi have
considered attention, fairness, openness, reliability
(stability), competence, delegation of authority and
participation as necessary components for the
organizational   trust   according   to  Hassanzadeh's
model  [22].  Hassanzadeh   presented   his  thesis on
“trust  within  the  organization & investigating the
present  status  of administrative organizations in Iran”.
His research was a functional research and he tried to
answer the question asking what factors help the creation
of trust between the employee & managers. The main
objective of the research was to improve the trust
between the employee & managers. The specific
objectives are 1- identifying effective and important
factors in creating trust between managers and the
employee and 2- presenting necessary suggestions in
order to improve the status of trust between the employee
and managers by identifying effective factors in creating
trust between the employee and managers and
investigating the current situation of administrative
organizations in Iran. Subjects participating in this
research consisted of eight administrative organizations
including: governorship, municipality, education,
agriculture, electric company, telecommunication
company, commerce & cooperatives of Book and city and
it has considered some components such as attention,
fairness, openness, reliability (stability), competence,
delegation of authority & participation as effective factors
in creating trust between the employee and managers
(vertical trust) [10].

Research Objectives:

To  investigate   the   relationship   between  job
stress  and  organizational  trust in Sirjan
municipality.
To  investigate   the  relationship  between
dimensions   of       job      stress    (role  ambiguity,
job    security,    under     time     &    overtime
working) and the organizational trust in Sirjan
municipality.
Explaining and describing the status of job stress in
Sirjan municipality
Explaining and describing the status of the
organizational trust in Sirjan municipality
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Research Hypotheses:

There is a significant relationship between job stress
and organizational trust among the employee in Sirjan
municipality.
There is a significant relationship between job
ambiguity and organizational trust among the
employee in Sirjan municipality. N Valid 150 150 150 150 150
There is a significant relationship between job
security and the organizational trust among the
employee in Sijan municipality.
There is a significant relationship between overtime
working and the organizational trust among the
employee in Sirjan municipality.
There is a significant relationship between under time
working and the organizational trust among the
employee in Sirjan municipality.

Research Methodology: In the present research,
according to researches already done in this field, four
dimensions have been considered for job stress such as
role ambiguity, going to extremes (excess & wastage) and
job security. To study job stress a researcher made
questionnaire was prepared based on Likert scale with
five options from completely disagree to completely agree.
Alpha Cranach was used to measure  the  reliability of
this questionnaire and the reliability obtained was 0.731.
Also to investigate the status of the organizational trust,
the model presented by Hassanzadeh was used which
considers dimensions of attention, fairness, openness,
reliability (stability), competence, delegation of authority
and participation. The questionnaire prepared to study
the status of the organizational trust was made by the
researchers based on Likert scale with five options from
very much to a little. The obtained alpha Cranach to
measure its reliability was 0.88. Subjects participating in
this research were chosen among from 800 employees
working in Sirjan municipality. According to Phoenix
method, 150 questionnaires were randomly distributed
among them. In order to describe and explain the status of
stress and trust among the employee in the municipality,
descriptive statistics including the mean test was used.
The results depicted Sirjan municipality is placed on a
medium level in terms of job stress and its dimensions
including the role ambiguity, job security, excess and
wastage. Also it is placed on a medium level in terms of
the organizational trust, attention and stability although
it is weak in terms of fairness, openness, competence,
delegation of authority and participation (Tables 1-11)
Pearson correlation was applied to test the hypotheses
and the results confirmed all the hypotheses (Table 12)
which means stress, the role ambiguity, excess and
wastage have an inverse and significant relationship  with

Table 1:
s1 s2 s3 s4 s5 s6 s7

N Valid 150 150 150 150 150 150 150
Missing 9 9 9 9 9 9 9

Mean 2.81 2.81 4.01 4.17 3.23 3.12 3.31

Table 2:
s8 s9 s10 s11 s12

Missing 9 9 9 9 9
Mean 3.79 3.11 3.49 3.30 3.34

Table 3:
s13 s14 s15 s16 s17 s18

N Valid 150 150 150 150 150 150
Missing 9 9 9 9 9 9

Mean 2.29 2.25 3.44 3.43 2.45 2.80

Table 4:
s19 s20 s21 s22 s23 s24

N Valid 150 150 150 150 150 150
Missing 9 9 9 9 9 9

Mean 2.51 3.30 2.81 3.15 3.50 3.24

Table 5:
t1 t2 t3 t4

N Valid 150 150 150 150
Missing 9 9 9 9

Mean 2.49 2.64 2.20 2.16

Table 6:
t5 t6 t7 t8

N Valid 150 150 150 150
Missing 9 9 9 9

Mean 2.17 2.28 2.30 2.19

Table 7:
t9 t10 t11 t12

N Valid 150 150 150 150
Missing 9 9 9 9

Mean 1.80 1.63 1.68 1.73

Table 8:
t13 t14 t15 t16

N Valid 150 150 150 150
Missing 9 9 9 9

Mean 2.38 2.48 2.27 2.07

Table 9:
t17 t18 t19 t20

N Valid 150 150 150 150
Missing 9 9 9 9

Mean 2.23 2.19 2.38 2.25

Table 10:
t21 t22 t23 t24

N Valid 150 150 150 150
Missing 9 9 9 9

Mean 2.34 2.61 2.32 2.32
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Table 11:
t25 t26 t27 t28

N Valid 150 150 150 150
Missing 9 9 9 9

Mean 2.36 2.18 2.31 2.32

Table 13: Correlations
Ambiguity Security Excess Wastage Stress Trust

Ambiguity Pearson Correlation 1 -.247 .235 .284 .746 -.310** ** ** ** **

Sig. (2-tailed) .002 .004 .000 .000 .000
N 150 150 150 150 150 150

Security Pearson Correlation -.247 1 -.385 -.306 .050 .336** ** ** **

Sig. (2-tailed) .002 .000 .000 .541 .000
N 150 150 150 150 150 150

Excess Pearson Correlation .235 -.385 1 .149 .492 -.212** ** ** **

Sig. (2-tailed) .004 .000 .069 .000 .009
N 150 150 150 150 150 150

Wastage Pearson Correlation .284 -.306 .149 1 .560 -.206** ** ** *

Sig. (2-tailed) .000 .000 .069 .000 .012
N 150 150 150 150 150 150

Stress Pearson Correlation .746 .050 .492 .560 1 -.207** ** ** *

Sig. (2-tailed) .000 .541 .000 .000 .011
N 150 150 150 150 150 150

Trust Pearson Correlation -.310 .336 -.212 -.206 -.207 1** ** ** * *

Sig. (2-tailed) .000 .000 .009 .012 .011
N 150 150 150 150 150 150

**. Correlation is significant at the 0.01 level (2-tailed).
*. Correlation is significant at the 0.05 level (2-tailed).

Table 14: Model Summaryb

Change Statistics
Std. Error of ---------------------------------------------------------------------------------

Model R R Square Adjusted R Square the Estimate R Square Change F Change df1 df2 Sig. F Change Durbin-Watson
1 .444 .197 .169 5.97156 .197 7.080 5 144 .000 2.239a

a. Predictors: ( Constant), stress, security, excess, wastage, ambiguity
b. Dependent V ariable: Trust

Table 15: Correlations.
Age Gender Education Marital Experience Stress

Spearman's rho Age Correlation Coefficient 1.000 -.323 -.339 .472 .787 .075** ** ** **

Sig. (2-tailed) . .000 .000 .000 .000 .363
N 150 150 150 150 150 150

Gender Correlation Coefficient -.323 1.000 .275 -.076 -.295 .035** ** **

Sig. (2-tailed) .000 . .001 .357 .000 .672
N 150 150 150 150 150 150

Education Correlation Coefficient -.339 .275 1.000 -.242 -.392 -.079** ** ** **

Sig. (2-tailed) .000 .001 . .003 .000 .339
N 150 150 150 150 150 150

Marital Correlation Coefficient .472 -.076 -.242 1.000 .438 .033** ** **

Sig. (2-tailed) .000 .357 .003 . .000 .691
N 150 150 150 150 150 150

Experience Correlation Coefficient .787 -.295 -.392 .438 1.000 -.043** ** ** **

Sig. (2-tailed) .000 .000 .000 .000 . .600
N 150 150 150 150 150 150

Stress Correlation Coefficient .075 .035 -.079 .033 -.043 1.000
Sig. (2-tailed) .363 .672 .339 .691 .600 .
N 150 150 150 150 150 150
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the organizational trust whereas job security and the Sometimes, due to increased work load and their
organizational trust have a direct relationship. Also the responsibilities, the employees have to perform a certain
regression  test  showed  that  stress and its all part of their works as homework. Such workload results in
dimensions are  good   predictors   for   the   employee their decreased physical capability at the end of their
trust to  the  manager  (Tables  13 & 14). Besides office hours. The managers shall provide the basis to
Spearman  correlation  test results depicted that there is improve the trust of the employees on them through
no-significant relationship between demographic factors correct planning. The fourth hypothesis of the study
and job stress. (Table 15). concerning the under time and organizational trust

DISCUSSION AND CONCLUSION thatthe responsibilities assigned to them are lower than

All the hypotheses of this study were approved and say that as their job challenges are low, they have lost
this means the relationship between job  stress  and  all its their interest and tendency on fulfillment such tasks,
dimensions (the job ambiguity, job security, overtime and which may be resulted from weak management upon
under time) with organizational trust. Regarding the first appointing on occupational titles. Therefore, they have
hypothesis it may be said that there is a reversed and lost their trust on their managers. Hence, it is suggested
meaningful relationship between the job ambiguity and that upon appointing the candidates on occupational
organizational trust. The informed  the  employees  are  on titles, the managers should consider the appropriateness
their job duties and the expectations the managers and of the job with the employee and provide the basis for the
organization have from them, the level of trust of their improvement of the employees trust on them. Concerning
managers on them increases. The employees talk about the main hypothesis of the study, on the relationship
ambiguity on the expectations of the managers on them between the job stress and organizational trust, due to the
and address that due to the application of contradictory correlation test, the reverse and meaningful relationship
methods on their works, they face ambiguity which between these two variables has been proved.
reduces their level of trust in their managers. The second Meanwhile, the results of the average test also indicated
hypothesis of the study concerning the relationship that the job stress and organizational trust in the relevant
between job security and organizational trust has also statistical society are both in the average level and
been confirmed. Naturally, any person seeks a certain job considering the relationship between the job stress and
which enables him/her to plan for his/her future job career. organizational trust, it may be expressed that the
In case of continuous fear of being dismissed from the managers may provide the basis for the improvement of
organization and the employees attend their workplaces, the employees’ trust on them through reducing the level
naturally results in a decrease in their trust on their of employees’ job stress.
managers. In order to increase such trust, the managers
shall take certain measures to generate such job security REFERENCES
feeling in their employees. The third hypothesis of this
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relationship was also approved. The employees believe

their capabilities while sometimes this issue made them to
fulfill their duties without the required impatience. They
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