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Abstract

Context: Trust in nursing has traditionally been considered from an interpersonal perspective, where it is viewed as an
attitude patients hold as they confidently rely on nursing care. Organizational trust in nursing is a recognized quality indicator
in the healthcare system. Although several studies have addressed the importance of relationships in healthcare systems, less
attention has been paid to interprofessional relationships between nurses and managers, as well as the concept of
organizational trust in nursing.

Evidence Acquisition: The concept analysis was conducted using Walker and Avant’s approach in eight stages. An internet
search was performed in reputable and accessible databases, including Magiran, SID, ScienceDirect, PubMed, Scopus, and
Google Scholar, to identify existing literature on organizational trust. The search for articles was conducted in two phases using
the keywords "organizational trust" and related concepts within nursing up to the year 2024. After eliminating duplicates, a
total of 35 documents were included in the study. Consequently, the defining attributes of the concept, its antecedents and
consequences, models, alternatives, empirical indicators, and an analytical definition were established.

Results: The categories related to the attributes of the concept include integrity, competence, consistency, benevolence, and
empathy. The antecedents of this concept relate to organizational factors, job roles, and personnel within an organization, while
its consequences pertain to interpersonal cohesion, increased productivity, fostering growth within the organization, and
creating a creative environment. Organizational trust among nurses represents a positive attitude and profound belief in the
social and behavioral capabilities of the organization, shaped by transparent and ethical interactions within the organization.

Conclusions: Integrity, competence, consistency, loyalty, goodwill, and empathy are fundamental keywords for strengthening
trust among nurses. Given the widespread nature of the concept of organizational trust in nursing and its application in
clinical practice, it is suggested that this concept be examined using other methods, such as hybrid concept analysis.
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1. Context

Trust is a critical topic in human behavior and
relationships, defined as a mutual commitment to
achieve a goal and execute behaviors collaboratively (1).
Organizational trust comprises two dimensions:
Interpersonal (or relational) trust and non-personal (or
institutional) trust. Interpersonal trust includes
horizontal trust, which relates to trust among
employees, and vertical trust, which pertains to the
trust between employees and their managers (2).

Institutional trust is associated with employees'
perceptions and, in some studies, has also been linked
to the effectiveness and impartiality of organizational
systems (3). Although organizational trust and
interpersonal trust are related, they represent distinct
concepts. Dinc and Gastmans considered trust in
nursing from an interpersonal aspect and defined trust
as an attitude patients hold as they confidently rely on
and depend on their nurse within a situation where
they are experiencing increased vulnerability, believing

the nurse holds competence to provide safe care (4).
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Each time a nurse encounters a new patient,
interpersonal trust must be established from the outset,
while developing organizational trust takes
considerable time and tends to be relatively stable (5).
Research has shown that trust is not a momentary
event; rather, it is a series of investments made over time
that ensure the organization's success. Individuals are
more likely to accept organizational decisions when
they trust management actions, even when those
actions may not be favorable to them (6). Fulmer and
Gelfand define organizational trust as "the positive
expectations individuals have regarding the intentions
and behaviors of members of the organization, based on
organizational roles, relationships, experiences, and
interdependencies" (7).

Organizational trust within the nursing profession,
as a key component of the healthcare system, holds
significant importance. In healthcare systems, nurses
serve as the primary link between patients and
physicians, and the establishment of trust between
these groups can profoundly impact the quality of care
provided (1). With increasing economic pressures, rapid
changes in information technology, and the necessity to
deliver healthcare services that meet patient
expectations, organizational trust in nursing may be
adversely affected. Lack of trust in the workplace can
lead to heightened job burnout and dissatisfaction
among nurses, ultimately resulting in a decline in the
quality of healthcare services. Furthermore, in
situations where nurses must collaborate in teams and
across disciplines, the absence of trust can hinder
effective communication and information exchange.
This issue becomes particularly critical during
emergencies, such as managing contagious disease
outbreaks (8).

Although numerous studies have been conducted on
the importance of relationships within healthcare
systems, there has been less focus on interprofessional
relationships between nurses and managers, as well as
on the concept of organizational trust within nursing
(9). There remains a lack of consensus regarding the
definition of organizational trust in nursing; for
instance, organizational trust and interpersonal trust
are often used interchangeably (10). Therefore, it is
essential to precisely define the concept of
organizational trust in nursing so that its components
and attributes can be accurately understood. Concept
analysis rooted in nursing research or theory is a vital

approach to expanding and developing nursing
knowledge.

Limited qualitative research exists regarding the
nature of organizational trust in nursing, its
dimensions, and  determining factors.  The
understanding of organizational trust in nursing has
evolved slowly, with most research focusing on
developed countries. However, it is well-known that
healthcare environments in Iran and other developing
countries are markedly different. Thus, there is a need
for the development and analysis of concepts related to
organizational trust in nursing based on developing
countries like Iran, where social cohesion and solidarity
are more pronounced (11).

Walker and Avant regard activities such as
constructing, deriving, and analyzing concepts as
foundational tasks in the advancement of nursing
theories. The primary objective of Walker and Avant's
approach is to distinguish between the defining
attributes of a concept and those that are unrelated (12).
According to the researcher's previous studies in this
field and the significance of organizational trust and its
frequent application in nursing, despite the search by
researchers, a satisfactory and clear definition for this
concept in nursing has not been yielded; rather, many
definitions have been adapted from other professions
(13, 14). This study aims to achieve a clearer and more
precise understanding of the concept of organizational
trust in nursing using Walker and Avant’s approach.

2. Evidence Acquisition

In this qualitative study, the concept of
organizational trust in nursing was analyzed, and its
dimensions were identified using Walker and Avant's
concept analysis approach (12). This approach also has
the capability to clarify an empirical concept by
simplifying it (15). The approach consists of eight stages:
Selection of the concept, determination of the goal or
goals of the analysis, identification of all applications of
the concept under analysis, definition of the attributes
of the concept, construction of model Ccases,
construction of borderline, related, and contrary cases,
specification of the antecedents and consequences of
the concept, and demonstration of the empirical
illustration of the concept in question (12).

Initially, an internet search was conducted in
reputable and accessible databases, including Magiran,
SID, ScienceDirect, PubMed, Scopus, and Google Scholar,
to find existing literature regarding organizational
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trust. The search for articles was conducted in two
phases. In the first phase, the keywords used were
"organizational trust" or related concepts (such as
credibility, assurance, belief, conviction, and tools for
measuring organizational trust) combined with
"nursing" in the title/abstract. In the second phase, the
keywords "organizational trust" (title) and "nursing"
(titlefabstract) were employed. Inclusion criteria
included articles available in full text in English and
Persian until 2024 that addressed the concept of
organizational trust or related concepts such as
credibility, assurance, belief, conviction, and tools for
measuring organizational trust. Articles focusing on
patients or examining organizational trust in non-
nurses were excluded. After eliminating duplicates, a
total of 35 documents were included in the study,
comprising 22 theoretical articles and 13 empirical
studies (Figure 1). This study extracted definitions,
attributes, antecedents, and consequences of recovery
from the reviewed studies, and the data were analyzed
inductively.

2.1. Selection of the Concept

The selection of a concept should be done with care,
ideally focusing on an area of interest to the researcher
(12, 16). Organizational trust in nursing is a significant
concept because the nursing profession is profoundly
influenced by human interactions, collaboration, and
engagement among nurses, managers, patients, and
healthcare teams. Trust plays a central role in
facilitating workflow processes, enhancing
communication, and increasing productivity within
healthcare services (10). However, given that
organizational trust in nursing encompasses various
dimensions, understanding these aspects is not easily
achievable. Furthermore, previous studies have not
provided a precise and clear definition of organizational
trust in nursing (10, 16-18). Therefore, this study aims to
clarify the concept of organizational trust in nursing.

2.2. Objectives of Concept Analysis

Concept analysis not only clarifies ambiguous and
complex concepts but also elucidates frequently used
concepts and distinguishes one concept from similar
yet different ones, thereby providing a foundation for
conceptual development (12). The concept of
organizational trust is often used interchangeably with
other concepts such as interpersonal trust; however, it
possesses various dimensions. By clarifying the concept
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of organizational trust in nursing, this study will
present its attributes, antecedents, and an operational
definition, thereby offering a shared understanding for
users of this concept and facilitating its development.

3. Results

3.1. Identifying All Uses of the Concept

Walker and Avant argue that at this stage, the
application of the concept should be limited to a single
aspect. All facets of the concept's usage are explored, not
solely within nursing or medical articles, as this may
bias the researcher’s understanding of the essence of
the concept. Therefore, the initial goal is to provide a
comprehensive overview of the concept in question (12).
Studies indicate that there is no precise and clear
definition of "organizational trust in nursing" found in
the literature. Consequently, existing definitions of
"trust", "organizational trust", and "trust in nursing"
were examined. Here, we address both general and
specific perspectives regarding the concept of
organizational trust in nursing.

The term "trust" is defined by the Merriam-Webster
dictionary as a firm reliance on the character, ability,
strength, or truth of someone or something (19). The
Oxford dictionary provides a similar definition: "a firm
belief in the reliability, truth, or ability of someone or
something" (20). Trust can be viewed as a type of
expectation for positive outcomes that one party can
receive based on the anticipated actions of the other
party in an interaction characterized by uncertainty (21).

According to Mayer and Mulvey, organizational trust
is defined as "the willingness of one party to be
vulnerable to the actions of another party based on the
expectation that the latter will perform a particular
action important to the trustor, irrespective of the
ability to monitor or control that other party". This
definition of trust is grounded in expectations from
employees and organizations (22). Lee et al. define
organizational trust as "the expectations individuals
have regarding communication networks and
organizational behaviors" (23).

Trust in nursing is recognized as one of the
fundamental pillars of the relationship between nurses
and patients. This concept signifies patients' confidence
in nurses' abilities, knowledge, and integrity in
delivering healthcare (24). Trust, as a human attribute,
provides numerous opportunities for establishing
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Figure 1. Flow diagram for study selection

effective relationships with positive outcomes in
therapeutic environments (8). While research has
focused on defining and characterizing trust in nursing,
a clear definition of organizational trust in nursing has
yet to be found in the literature.

3.2. Descriptive Attributes of the Concept

Identifying the defining attributes of a concept is
central to its realization. The aim is to highlight a core
set of features that are most closely associated with the
concept, allowing the analyst to gain a broader
conceptual insight. This stage aids in distinguishing a
specific concept from other similar or related ones (12).
There appears to be a general consensus regarding six
attributes of organizational trust, which include
integrity, competence, consistency, benevolence, and
empathy.

3.3. Integrity

Integrity refers to the alignment of words and
actions, signifying harmony between what an
individual says and does. Trust is built upon the
understanding of integrity and ethical behaviors. This
dimension emphasizes the importance of transparency
and ethical practices in organizational interactions,
ensuring that team members feel their colleagues act in
accordance with ethical standards and proper values
(25). In therapeutic environments, where interpersonal
interactions and teamwork are crucial, integrity serves
as a prime example of ethical behavior and
accountability. A lack of integrity can exacerbate
tensions and diminish team morale (26).

3.4. Competence

In organizational science, competence encompasses
a combination of knowledge, skills, training, social
skills, and behavioral attributes utilized to enhance
performance (25). Generally, competence is defined as
the state or quality of being adequately or well-qualified
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and possessing the ability to perform a specific role (27).
In the context of nursing, competence pertains to
aspects such as leadership skills, effective
communication abilities, transparent decision-making,
and providing necessary support for nurses (28).

3.5. Consistency

Consistency refers to the capability and continuity in
the behavior, decision-making, and performance of an
individual or organization (25). In healthcare settings,
where collaboration and teamwork are critical factors in
delivering high-quality patient care, consistency
conveys a sense of security and support to nurses (29).

3.6. Goodwill

Goodwill signifies the kind-hearted motivations and
degree of compassion an individual has toward a
reciprocal group, along with a genuine concern for the
well-being of others (30). Kant and Kirchmann
introduced it as a fundamental value in relationships,
arguing that being benevolent toward others is the
most essential foundation for relationships. He stated
that "if benevolence is absent, all other values can
become detrimental and harmful to any relationship"
(31). Within healthcare systems, benevolence as a
dimension of organizational trust reflects genuine
attention and care for the well-being of patients and
staff. This aspect specifically pertains to the
commitment of staff and organizations to the health
and improvement of patients' conditions as well as the
work environment for employees (32). Conversely,
benevolence in nursing management involves
understanding and addressing the needs and
challenges faced by nurses. This benevolence can
manifest in various forms, including providing
emotional support, offering opportunities for training
and professional development, and creating suitable
working conditions (13).

3.7. Empathy

The concept of empathy is one of the essential
elements in nursing. Being understood is a fundamental
human need, and the experience of being understood
lays the foundation upon which relationships are built.
In the nursing profession, nurses engage professionally
with others. Empathy refers to the ability to understand
and accept the feelings, needs, and circumstances of
individuals. This element can facilitate the
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establishment and strengthening of mutual trust and
positive working relationships. Empathy provides
nurses with the assurance that their colleagues and
managers possess a deep understanding of the
challenges they face (33).

3.8. Model Construction

3.8.1. Case Example

A case example is a representation of the application
of a concept that encompasses its entirety. This example
can be either real or fictitious (12, 34). On a Wednesday
during the morning shift, Nurse Ms. A contacted the
head nurse to inform her that due to her child's illness
and the need to care for him at home, she would be
unable to attend her scheduled shift. The head nurse
patiently listened to Ms. A's concerns and expressed her
sympathy. After reviewing the monthly staff schedule
and considering Ms. B's cooperation and capabilities in
delegating tasks, the head nurse contacted Ms. B and
requested her assistance during the relevant shift. In
exchange, the head nurse agreed to remove Ms. B’s night
shift on Friday as per her request. Ms. B accepted the
shift change, recalling that a similar situation had
occurred previously, and the head nurse had honored
her commitment. Consequently, Ms. B's night shift on
Friday was removed.

The presented case exemplifies organizational trust
in nursing, as it incorporates all the attributes
associated with organizational trust. The removal of Ms.
B's shift by the head nurse, in accordance with her
promise, reflects honesty, while the head nurse's
recognition of Ms. B's capabilities in task delegation
demonstrates her competence. Ms. B's willingness to
assist stems from goodwill. Furthermore, the head
nurse's positive track record in fulfilling her
commitments indicates stability in her performance.
The head nurse’s attentive listening and expression of
empathy towards her colleague signify a sense of
camaraderie within the team.

3.8.2. Additional Cases

To make the best judgment regarding which
attributes provide the most accurate and suitable
definition of the concept in question, it is helpful to
examine cases that do not align precisely with the
concept but are similar or contrary to it. These cases
assist in determining what qualifies as a specific
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attribute of the concept and what does not. They include
related marginal cases and opposing cases (12, 34).

3.8.3. Marginal Case

Marginal cases are examples that contain most of the
defining features of the examined concept but do not
encompass all of them. They may include more or even
all defining attributes but differ fundamentally in one
aspect, such as duration or intensity (12). Mr. N, a nurse
working in the cardiology ward, had not been able to
travel with his family for some time due to personal and
work-related issues. Consequently, he planned a family
trip and subsequently spoke with his supervisor at an
appropriate time, who patiently listened to Mr. N's
concerns and promised to assist him. With this
understanding, Mr. N purchased airline tickets and
reserved a hotel for accommodation. At the beginning
of the following month, upon reviewing the schedule,
he realized that his leave request had been approved;
however, the leave was recorded for a different date. This
case represents a marginal model of organizational
trust in nursing because it contains all mentioned
attributes; however, the attribute of integrity—
specifically, the alignment between words and actions —
was lacking on the part of the supervisor, who did not
appropriately address Mr. N's scheduling request.

3.8.4. Opposing Cases

Regarding opposing examples, it can be stated that
they represent "clear instances of the absence of the
concept" (12). On a working day in the intensive care
unit, assistance was accidentally requested from a
colleague for performing suctioning procedures by a
newly hired nurse. The colleague agreed to help;
however, a good track record in training and
collaborating with new staff members was not present.
When it was time to perform suctioning on the patient,
despite the request for assistance, the colleague did not
attend to the nurse at the bedside due to being engaged
in a phone conversation. As a result, suctioning had to
be performed alone. In this scenario, the colleague
lacked a positive history of collaboration with staff,
failing to meet the criteria for stability and competence.
Although assistance was promised, it was not followed
through, thus lacking integrity; moreover, by
continuing the phone conversation while repeated
requests for help were made during suctioning,
empathy was not demonstrated. Therefore, this
represents an opposing model of organizational trust.

3.8.5. Antecedents and Consequences

Antecedents are events and occurrences that must
manifest prior to the emergence of the concept (12). The
prerequisites for this concept pertain to organizational,
occupational, and employee factors within an
organization. The fundamental prerequisites related to
organizational factors include attributes such as
organizational commitment, organizational support,
organizational  identity, = employee  well-being,
organizational communication, and organizational
justice (35). Organizational support manifests as
emotional and practical assistance that employees
receive from the organization (36).

Occupational factors encompass job motivation, job
satisfaction, job values, career advancement, and job
benefits. Employee motivation is influenced by
expressions of appreciation or the provision of new
challenges; job satisfaction is typically associated with
feelings of competence and the utilization of one’s
abilities. Job values relate to the alignment of
organizational values with individual values, while
career advancement reflects the organization’s
commitment to the development and progress of its
employees. Lastly, job benefits pertain to the provision
of fair and appropriate advantages for nurses, which
may include financial benefits, professional
development programs, and welfare facilities. Overall,
these factors are interconnected and can contribute to
either the formation or reduction of organizational
trust (37).

Employee-related prerequisites include
collaboration, sense of appreciation, participative
decision-making, mental health, spiritual intelligence,
resilience, culture, religion, and ethics. A sense of
appreciation arises when the efforts and achievements
of employees within the organization are recognized
and valued by management and colleagues.
Participative decision-making refers to allowing
employees to engage in decision-making processes.
Mental health pertains to having a healthy and
supportive work environment. Spiritual intelligence is
associated with the ability to understand and manage
the spiritual dimensions of life. Culture refers to
transparency, partnership, and mutual respect.
Religious and ethical principles can establish
frameworks for ethical behaviors in the workplace.
Resilience fosters an environment that conveys to
employees that they can cope with challenges. These
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factors, in turn, contribute to enhancing organizational
trust (35,36).

3.8.6. Consequences

Consequences are events that occur following the
emergence of the concept (12). According to key
literature, the primary consequences of organizational
trust include reduced conflict among employees,
enhanced cohesion among individuals, increased
productivity, stimulation of growth within the
organization, improved work morale, decreased
absenteeism and turnover rates among employees, and
the creation of an environment conducive to innovation
(9, 38). Trust in the organization allows for a focus on
long-term activities; for example, empowering
employees may be a short-term goal but can lead to
innovation, improved service quality, increased
accountability and competence, enhanced morale, and
reduced absenteeism and turnover. Trust is an essential
element for effective organizational change (37) (Figure
2).

3.8.7. Empirical References

Determining empirical references for the defined
attributes is the final stage in concept analysis.
According to Walker and Avant, when a conceptual
analysis is completed, the question arises: "If we wish to
measure this concept or determine its existence in the
real world, how can we do this?" (12). Empirical
references are categories of real phenomena that
indicate the occurrence of the concept in question
through their presence or existence. Empirical
references are not tools for measuring the concept itself;
rather, they serve as instruments through which one can
recognize or measure the defining attributes. Therefore,
empirical references are directly related to the defining
features, rather than to the overall concept (12).

Based on a literature review, tools such as McAllister's
Trust Questionnaire (1995), the Organizational Trust
Questionnaire by Elonen et al. (2008), the
Organizational Trust Questionnaire by Kanawattanachai
and Young Jin Yoo (2002), and the Organizational Trust
Questionnaire by Shockley-Zalabak et al. (1999) are
available in relation to organizational trust (39, 40).

Based on the aforementioned points, the authors
concluded that organizational trust among nurses can
be defined as a positive attitude and deep belief in the
capabilities, knowledge, and social and behavioral skills

] Nurs Midwifery Sci. 2025; 12(1): e157771

of the organization and their colleagues. This trust is
shaped by transparent and ethical interactions within
the organization, professional behavior continuity,
emotional support, professional development, the
establishment of suitable working conditions, and an
ability to understand needs, which collectively lead to
increased productivity, foster growth within the
organization, improve work morale, and create an
innovative environment.

4. Discussion

This study clarified the attributes, antecedents, and
consequences of organizational trust in nursing
through a conceptual analysis and provided an
empirical definition of this concept. In light of the
definition provided for organizational trust in nursing,
summarized as follows, this paper aimed to define and
elucidate this concept: The positive attitude and deep
belief of nurses in the capabilities and skills of their
organization and colleagues arise from transparent
interactions, professional behavior, emotional support,
and professional development. These factors contribute
to increased productivity, organizational growth,
improved work morale, and the establishment of a
creative environment.

According to Gilbert and Tang, organizational trust is
defined as perceived assurance and support from
management (41). Davis categorized organizational
trust into macro and micro levels. Integrity and
benevolence are concepts related to the micro level,
while the overall organizational climate of trust
pertains to macro levels (42). Fulmer and Dirks defined
trust in an organization at the individual level as a
psychological state that includes a willingness to accept
vulnerability based on positive expectations from the
organization (43). Gilbert and Tang describe
organizational trust as the sense of trust and support
employees feel towards their employer. Employees
believe that their employer is flexible and honors
commitments. Thus, it refers to employees' faith in
organizational leadership and management goals that
ultimately will benefit the workforce. This means
assurance that the organization will act in a manner
that is beneficial or at least not harmful to them (41).

Atkinson and Butcher introduced organizational
trust as impersonal trust, defining it as employees' trust
in organizational structures and processes, as well as
fairness in human resource management policies and
decision-making. This necessitates alignment of norms
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Figure 2. Antecedents and consequences of the concept of organizational trust in nursing

and values between management and employees.
However, norms and values are embedded within social
and organizational contexts, making organizational
trust a context-dependent phenomenon (44). Shockley-
Zalabak and Morreale positioned organizational trust
and distrust at opposite ends of a spectrum that are
inversely related (45). However, Lewicki and Brinsfield
presented trust and distrust as separate yet
interconnected dimensions (46). Another common
conceptualization of organizational trust is interactive
trust within an organizational context where
interpersonal interactions, oversight, and management
are essential components (47).

There is no singular definition of organizational
trust. This implies that different authors not only
understand trust in various ways but also discuss
different structures when referring to trust while using
identical or similar terms to describe distinct
constructs.

In their study, Kushniryk et al. identified three
dimensions of organizational trust: Manifestation of
support, advice, and listening (48). Mayer et al.
presented one of the most widely used models of
organizational trust, introducing the concepts of
competence, goodwill, and integrity as the core
dimensions of their model. Although these concepts are

independent, they interact with one another in such a
way that the absence of one can lead to the erosion of
trust within the organization (49). Machiry et al.
emphasized that employees' perceptions of established
foundations of trust within an organization are crucial;
these foundations include cognitive bridging,
emotional embodying, and inclusive enacting (50).
Gustafson noted that employees tend to reciprocate
behavior from the organization in a manner they
perceive as fair (51).

Each of these definitions points to different aspects
of organizational trust and contributes to a better
understanding of this complex concept. They
underscore that trust is not only an individual element
but also a fundamental pillar for the success and
sustainability of organizations in today's world. To
foster and maintain trust within organizations, it is
essential to address all facets of this concept and
implement necessary actions to strengthen it
Organizational trust is recognized as one of the key
factors for organizational success and plays a significant
role in enhancing performance and creating a positive
and effective environment. However, organizational
trust, as a whole, encompasses both trust in individuals
and trust in the organization. Despite this, literature on
interpersonal trust has dominated research on
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organizational trust, with previous studies primarily
focusing on trust in managers while neglecting trust
among colleagues; thus, a clear definition of
organizational trust as an impersonal concept remains
unspecified.

A review of research on trust in nursing (24, 52, 53)

indicates that most published studies have
concentrated on nurse-patient trust, with none
describing relationships among healthcare staff.

Another article published in 2014 focused solely on the
foundations, attributes, and consequences of trust
without considering various definitions and related
concepts (54). Recently, trust has been explored using
concepts from other disciplines, such as art or business,
through Watson's theoretical perspective. Examples
presented were centered around the nurse-patient
relationship as a helping-trust relationship, while
relationships between leaders and nurses were not
assessed (55). On the other hand, Hadi-Moghadam et al.
stated that organizational trust in healthcare serves as a
mechanism for healthcare staff to respond to
managerial behaviors that empower them to enhance
work effectiveness and minimize errors and
dissatisfaction (8). Consequently, there is a limited
number of studies on trust within healthcare settings,
particularly in nursing.

4.1. Conclusions

The analysis of various dimensions of organizational
trust revealed that integrity, competence, consistency,
loyalty, goodwill, and empathy are fundamental
keywords for strengthening trust among nurses.
Integrity and transparency in communication,
professional competence and abilities, consistency in
behavior and decision-making, loyalty to shared goals,
goodwill and concern for others' interests, as well as
empathy and a deep understanding of colleagues' and
patients' feelings and needs all play significant roles in
establishing and enhancing organizational trust.
Therefore, it is essential for organizations to attend to
the needs of nurses and patients and to create an
environment where nurses can easily express their
opinions and suggestions. The findings of this research
also indicate that the level of organizational trust can
positively influence the quality of patient care and
reduce stress and burnout among nurses. Given the
widespread nature of the concept of organizational
trust in nursing and its application in clinical practice, it
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is suggested that this concept be examined using other
methods, such as hybrid concept analysis.

4.2. Strengths and Limitations of the Study

In this study, transparent interactions, professional
behavior, emotional support, and professional
development are identified as antecedents of the
concept of organizational trust in nursing within
professional relationships. Creating a creative
environment and increasing productivity are the
outcomes found as a result of reviewing studies and
analyzing the concept of organizational trust in
nursing. Although efforts were made to include all
related articles in this regard, given the existing
conditions and the researcher's lack of access to some
search databases, it is possible that some articles were
not included in the study.

Footnotes

Authors' Contribution: Study concept and design: R.
B. and M. A,; Analysis and interpretation of data: R. B.
and M. A, and M. Sh,; Drafting of the manuscript: R. B,;
Critical revision of the manuscript for important
intellectual content: R. B.,, M. A,, and M. Sh.

Conflict of Interests Statement: There are no
conflicts of interest.

Data Availability: The dataset presented in the study
is available on request from the corresponding author
during submission or after publication.

Funding/Support: This study was conducted without
any financial support from an organization.

References

1. Gopichandran V. Trust in healthcare: an evolving concept. Indian |
Med  Ethics.  2013;10(2):79-82.  [PubMed ID:  23697485].
https://doi.org/10.20529/IJ]ME.2013.027.

2. Guinot ], Chiva R. Vertical Trust Within Organizations and

Performance: A Systematic Review. Hum Resource Dev Rev.
2019;18(2):196-227. https://doi.org/10.1177/1534484319842992.

3. Wahda; Mursalim; Fauziah; Asty. Extra-role behavior improvement
model: Organizational learning culture, organizational trust, and
organizational justice approach. Int | Engin Business Management.
2020;12. https:|/doi.org/10.1177/1847979020963774.

4. MacKay L], Chang U, Kreiter E, Nickel E, Kamke ], Bahia R, et al.

Exploration of trust between pediatric nurses and children with a
medical diagnosis and their caregivers on inpatient care units: A


https://brieflands.com/articles/jnms-157771
http://www.ncbi.nlm.nih.gov/pubmed/23697485
https://doi.org/10.20529/IJME.2013.027
https://doi.org/10.1177/1534484319842992
https://doi.org/10.1177/1847979020963774

Babanataj Ret al. Brieflands
scoping review. | Pediatr Nurs. 2024;78:€1-30. [PubMed ID: 39085007].  20. Oxford dictionary. Oxford dictionary. 2019. Available from:
https://doi.org/10.1016/j.pedn.2024.05.030. https://enoxforddictionariescom/definition/trust.

5. Salanova M, Acosta-Antognoni H, Llorens S, Le Blanc P. We Trust You! 21. Safari Y, Asadi M, Khalijian S, Joursara MR. [Analysis of relationships
A Multilevel-Multireferent Model Based on Organizational Trust to between organizational support, trust and organizational
Explain Performance. Int | Environ Res Public Health. 2021;18(8):4241. commitment among nurses]. Quarterly ] Ners Management.
[PubMed ID: 33923603]). [PubMed Central ID: PMC8073854]. 2018;7(2):9-17. FA.
https://dot.org[10.3390/ijerphi8084241. 22. Mayer RC, Mulvey PW. Organisational integrity, trust, dissociative

6. Setyobudi RH, Lay Y, Ronni Basana S, Wiliater Soaloon Panjaitan T, identity, and HR. In: Muel Kaptein, editor. Research Handbook on
Burlakovs ], Kala Mahaswa R. The Effect of Organizational Trust and Organisational Integrity. Cheltenham, England: Edward Elgar
Organizational Citizenship Behavior on Employee Performance. SHS Publishing; 2024. p- 511-24.
Web of Conferences. 2020;76:1058-65. https://doi.org/10.4337/9781803927930.00040.
https:[/doi.org/10.1051/shsconf[20207601058. 23. Lee S, Seo K, Sharma A. Corporate social responsibility and firm

7. Fulmer C, Gelfand M]. At What Level (and in Whom) We Trust. | performance in the airline industry: The moderating role of oil
Management. 2012;38(4):1167-230. prices. Tourism Management. 2013;38:20-30.
https://doi.org[10.1177/0149206312439327. https://doi.org[10.1016/j.tourman.2013.02.002.

8. Hadi-Moghaddam M, Karimollahi M, Aghamohammadi M. Nurses' 24. Coskun Palaz S, Kayacan S. The relationship between the level of trust
trust in managers and its relationship with nurses' performance in nurses and nursing care quality perceptions of patients treated
behaviors: a descriptive- correlational study. BMC Nurs. 2021;20(1):132. for Covid-19. Scand | Caring Sci. 2023;37(2):364-72. [PubMed ID:
[PubMed ID: 34315455]. [PubMed Central ID: PMC8314569]. 35942605]. [PubMed Central ID: PMC9538283].
https://doi.org/10.1186/s12912-021-00653-9. https://doi.org/10.1111/scs.13114.

9. Bobbio A, Manganelli AM. Antecedents of hospital nurses' intention 25. Miuhl JK.  Organizational Trust. Cham: Springer; 2014.
to leave the organization: A cross sectional survey. Int | Nurs Stud. https://doi.org[10.1007/978-3-319-04069-1.
2015;52(7)f1180'92' [PubMed ID: 25863657]. 26. Sastrawan S, Newton JM, Malik G. Nurses' integrity and coping
https://doi.org/10.1016/}.ijnurstu.2015.03.009. strategies: An integrative review. | Clin Nurs. 2019;28(5-6):733-44.

10. Basit G, Duygulu S. Nurses’ organizational trust and intention to [PubMed ID: 30358004]. https:[/doi.org/10.1111/jocn.14702.
continue .working at }.mspitals in Turkey. Collegian. 2018;25(2):163-9. 27. Connelly BL, Crook T, Combs |G, Ketchen DJ, Aguinis H. Competence-
https://dot.org/10.1016/j.colegn.2017.05.003. and Integrity-Based Trust in Interorganizational Relationships:

1. Bahmani A, Mousavi Davoudi SM, Almasi M. [Correlation between Which  Matters More? | Management. 2015;44(3):919-45.
Spiritual Leadership, Job Motivation and Organizational Trust of https://doi.org[10.1177/0149206315596813.

Nurses'and Employees of the Dr Heshmat Hospital in Rasht]. JHealth g chyrch €D. Defining Competence in Nursing and Its Relevance to
Promotion Management. 2019;8(3):27-34. FA. Quality Care. | Nurses Prof Dev. 2016;32(5):E9-14. [PubMed ID:

12. Walker LO. Strategies for theory construction in nursing. London, 27648912]. https://doi.org/10.1097/NND.0000000000000289.
England: Pearson; 2019. 29. Rabiei A, Nazarian Z, Behbahani Z. [Investigating the impact of

13. McCabe TJ, Sambrook S. The antecedents, attributes and managers' job stability on the efficiency of organizations from the
consequences of trust among nurses and nurse managers: a concept perspective of employees]. Cultural Management. 2012;7(22):1-15. FA.
analysis. {nt I Nurs St_”_‘_i' 2014;51(5):815-27. [PubMed ID: 24182730]. 34 Colquitt JA, Baer MD. Foster Trust Through Ability, Benevolence, and
https://dot.org/10.1016/j.{jnurstu.2013.10.003. Integrity. In: Locke E, Pearce C, editors. Principles of Organizational

14. Karikumpu V, Higgman-Laitila A, Romppanen ], Kangasniemi M, Behavior. Oxford, England: John Wiley & Sons; 2023. p. 345-63.
Terkamo-Moisio A, Berdida DJ. Trust in the Leader and Trust in the https://doi.org[10.1002/9781394320769.ch17.

Organiza.tion in .Healthcare: A Concept Analysis Based on a 31. Kant I, Kirchmann JH. Grundlegung zur metaphysik der sitten. New
Systematic  Review. | Nurs Management. 2024;2024:1-15. Hampshire, New England: L. Heimann; 1870.
https://doi.org[10.1155/2024/8776286. .

) . ) ) 32. Schiemann SJ, Mihlberger C, Schoorman F, Jonas E. Trust me, [ am a

15. Bahramnezhaq F" Asgari P, Sanale’ N, Fathi A. [Futilecare: a caring coach: The benefits of establishing trustworthiness during
conceptanalysis with Wall(er‘andAvantsap?roach].Iran]CancerCare. coaching by communicating benevolence. J Trust Res. 2019;9(2):164-
2019;1(1):48-54. FA. https:/[doi.org/10.29252ijca.1.1.48. 84. https:/|doi.org/10.1080/21515581.2019.1650751.

16. Altuntas S, Baykal U: Relatiopship betvyéen nu‘rses' orgfinizational 33. Hunt PA, Denieffe S, Gooney M. Burnout and its relationship to
trust levels and their organizational citizenship behaviors. | Nurs empathy in nursing;: a review of the literature. J Res Nurs. 2017;22(1-
Scholarsh. 2010;42(2):186-94. [PubMed ID: 20618602]. 2):7-22. https://doi.org/10.1177/1744987116678902.
https://doi.org/10.1111/j.1547-5069.2010.01347.X. i ) : ) i

o o . o 34. YiM, Lee SW, Kim K], Kim MG, Kim JH, Lee KH, et al. [A review study on

17. Akkayf’i B. Linking Organlzat.lon.al Commltr.nen.t. and Organizational the strategies for concept analysis|. Taehan Kanho Hakhoe Chi.
Trust in I-Fealth Care Organizations. Organizacija. 2020;53(4):306-18. 2006;36(3):493-502. [PubMed ID: 16825833)].
https://doi.org/10.2478Jorga-2020-0020. https://doi.org/10.4040/jkan.2006.36.3.493.

18. Ghanbari _S' Shemshadi S. [Assessing the, relatio.nsh.ip between 35 Alshaabani A, Hamza KA, Rudnak I. Impact of Diversity Management
psychological empowerment and nurses’ organizational trust: on Employees’ Engagement: The Role of Organizational Trust and Job
exploring the mediating role of organizational learning]. Quarterly | Insecurity. Sustainability. 2021;14(1):420-44.
Ners Management. 2016;5(1):40-8. FA. https://doi.org/10.3390/su14010420.
https:[/doi.org[10.29252/ijnv.5.1.40. . . . .

) o ) o 36. Zarine R, Saqib M. Exploring Key Elements Required for

19. Mer‘rlam—Webster dictionary. Mernam-Webster ('11cfzonary. 2019. Organizational Trust and the Consequential Impact on Knowledge
Available from: https://[wwwmerriam-webstercom/dictionary/trust. Sharing within Organizations. International Journal of Managing

10 ] Nurs Midwifery Sci. 2025; 12(1): 157771


https://brieflands.com/articles/jnms-157771
http://www.ncbi.nlm.nih.gov/pubmed/39085007
https://doi.org/10.1016/j.pedn.2024.05.030
http://www.ncbi.nlm.nih.gov/pubmed/33923603
https://www.ncbi.nlm.nih.gov/pmc/PMC8073854
https://doi.org/10.3390/ijerph18084241
https://doi.org/10.1051/shsconf/20207601058
https://doi.org/10.1177/0149206312439327
http://www.ncbi.nlm.nih.gov/pubmed/34315455
https://www.ncbi.nlm.nih.gov/pmc/PMC8314569
https://doi.org/10.1186/s12912-021-00653-9
http://www.ncbi.nlm.nih.gov/pubmed/25863657
https://doi.org/10.1016/j.ijnurstu.2015.03.009
https://doi.org/10.1016/j.colegn.2017.05.003
http://www.ncbi.nlm.nih.gov/pubmed/24182730
https://doi.org/10.1016/j.ijnurstu.2013.10.003
https://doi.org/10.1155/2024/8776286
https://doi.org/10.29252/ijca.1.1.48
http://www.ncbi.nlm.nih.gov/pubmed/20618602
https://doi.org/10.1111/j.1547-5069.2010.01347.x
https://doi.org/10.2478/orga-2020-0020
https://doi.org/10.29252/ijnv.5.1.40
https://wwwmerriam-webstercom/dictionary/trust
https://enoxforddictionariescom/definition/trust
https://doi.org/10.4337/9781803927930.00040
https://doi.org/10.1016/j.tourman.2013.02.002
http://www.ncbi.nlm.nih.gov/pubmed/35942605
https://www.ncbi.nlm.nih.gov/pmc/PMC9538283
https://doi.org/10.1111/scs.13114
https://doi.org/10.1007/978-3-319-04069-1
http://www.ncbi.nlm.nih.gov/pubmed/30358004
https://doi.org/10.1111/jocn.14702
https://doi.org/10.1177/0149206315596813
http://www.ncbi.nlm.nih.gov/pubmed/27648912
https://doi.org/10.1097/NND.0000000000000289
https://doi.org/10.1002/9781394320769.ch17
https://doi.org/10.1080/21515581.2019.1650751
https://doi.org/10.1177/1744987116678902
http://www.ncbi.nlm.nih.gov/pubmed/16825833
https://doi.org/10.4040/jkan.2006.36.3.493
https://doi.org/10.3390/su14010420

Babanataj R et al.

Brieflands

37.

38.

39.

40.

41.

42.

43.

44.

45.

Information Technology.
https://doi.org[10.5121/ijmit.2018.10402.

2018;10(4):23-34.

Jebbeli A, Seyed Javadin SR, Haj Karimi AA, Taban M. Provision of an
Organizational Trust Model Based on the Assumptions of Human
Resources in Service-Oriented Organizations. | Rescue Relief.
2022;14(3):211-21. https:[/doi.org[10.32592jorar.2022.14.3.5.

Hosseinipour Qasemabadi SG. [Examining the consequences of
organizational trust]. Tehran, Iran. International Conference of
Management Elites; 2015. FA.

Ebrahiminasab R, Motaghi H, Ghezelayagh M. [Investigating the
Mediating Role of Interpersonal Trust in Relation between Self-
Efficiency and Workplace Friendship]. Organizational Behav Stud
Quarterly. 2019;8(3):153-80. FA.

Jaziyari S, Mohseni Mehr Z. [Examining the role of organizational
learning on organizational trust]. National conference of new findings
in the field of teaching and learning. Hormozgan, Iran. 2017. p. 65-80.
FA.

Gilbert JA, Tang TL. An Examination of Organizational Trust
Antecedents. Public Personnel Management. 1998;27(3):321-38.
https://doi.org[10.1177/009102609802700303.

Davis GS. Exploring How the Perception of Government Employees' Trust
Influences Leadership and Organizational Outcomes[Dissertation thesis].
Phoenix, Arizona: Grand Canyon University; 2023.

Fulmer A, Dirks K. Multilevel trust: A theoretical and practical
imperative. ] Trust Res. 2018;8(2):137-41.
https://doi.org/10.1080/21515581.2018.1531657.

Atkinson S, Butcher D. Trust in managerial relationships. ] Managerial
Psychol. 2003;18(4):282-304.
https://doi.org[10.1108/02683940310473064.

Shockley-Zalabak PS, Morreale SP. Voters’ Perceptions of Trust in
Donald Trump in 2016 and 2019: Implications for Presidential
Leadership in the Crises of 2020. Am Behav Sci. 2020;65(3):448-64.
https:|/doi.org/10.1177/0002764220975051.

] Nurs Midwifery Sci. 2025; 12(1): e157771

46.

47.

48.

49.

50.

51

52.

53.

54.

55.

Lewicki RJ, Brinsfield C. Trust Repair. Annual Review of Organizational
Psychology  and  Organizational ~ Behavior.  2017;4(1):287-313.
https://doi.org/10.1146/annurev-orgpsych-032516-113147.

Morreale SP, Shockley-Zalabak PS. Qualitative Study of Organizational
Trust: Leaders' Perceptions in Organizations in Poland and Russia.
Intercultural Commun Stud. 2014;23(2):69-89.

Kushniryk A, Orlov S, Oldfield ND. Quantifying Organizational Trust
on Twitter: A Communication Perspective. In: Ver€i¢ AT, Tench R,
Einwiller S, editors. Joy: Using Strategic Communication to Improve Well-
being and Organizational Success. 5. Leeds, England: Emerald
Publishing Limited; 2020. p. 55-72. https://doi.org/10.1108/S2398-
391420200000005006.

Mayer RC, Davis JH, Schoorman F An Integrative Model of
Organizational Trust. The Academy of Management Review.
1995;20(3):709-34. https://doi.org[10.2307/258792.

Machiry A, Gustafson E, Spensky C, Salls C, Stephens N, Wang R, et al.
BOOMERANG: Exploiting the Semantic Gap in Trusted Execution
Environments. 2017.

Gustafson VE. Team Task Design and Knowledge-and Skill-Related
Processes as Predictors of the Strength of Followership on Entrepreneurial
Teams [dissertation]. Chicago, USA: Benedictine University; 2023.

Ozaras G, Abaan S. Investigation of the trust status of the nurse-
patient relationship. Nurs Ethics. 2018;25(5):628-39. [PubMed ID:
27605556]. https://doi.org/10.1177/0969733016664971.

Aghasi Z, Araghian-Mojarrad F, Jafari H. [The Effect of Patients' Trust
In Nurses On Their Recovery Process: A Review Study]. Nursing
Development in Health. 2021;12(1):42-53. FA.

Farhang A, Purgaz A, Jamshidzehi S. [The effectiveness of job
turnover and its relationship with organizational justice and
organizational trust]. Public Manag Res. 2014;7(23):129-44. FA.

Shieva Nur Azizah A, Cicih Ayu Y, Roswita H. The relationship
between jean watson's theory of helping trust with patient
satisfaction. Nurse and Health: Jurnal Keperawatan. 2020;9(2):124-32.
https://doi.org/10.36720/nhjk.v9i2.172.

11


https://brieflands.com/articles/jnms-157771
https://doi.org/10.5121/ijmit.2018.10402
https://doi.org/10.32592/jorar.2022.14.3.5
https://doi.org/10.1177/009102609802700303
https://doi.org/10.1080/21515581.2018.1531657
https://doi.org/10.1108/02683940310473064
https://doi.org/10.1177/0002764220975051
https://doi.org/10.1146/annurev-orgpsych-032516-113147
https://doi.org/10.1108/S2398-391420200000005006
https://doi.org/10.1108/S2398-391420200000005006
https://doi.org/10.2307/258792
http://www.ncbi.nlm.nih.gov/pubmed/27605556
https://doi.org/10.1177/0969733016664971
https://doi.org/10.36720/nhjk.v9i2.172

