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Introduction
Organizational trust refers to a collective commitment and cooperation in order to achieve organizational goals. Trust has been described as the “Social Glue” that can hold different kinds of organizational structures together (Atkinson and Butcher 2003). Trust is becoming more important as organizations struggle to gain advantage in highly competitive markets. In the process, many are dramatically cutting costs and reengineering the way they operate. Many have broken the “security contract” that existed between organizations and their employees. Trust is governed by rules that make it extremely difficult to regain once lost. Therefore, trust is best treated as an asset that leaders must protect and, as needed, leverage it as they do with other assets.
Trust is an essential element in constructive human relationships. It creates togetherness and gives people a feeling of security (Mishara and Morrissory, 1990). Trust is a resource, a form of “collaborative capital” that can be used to great advantage
.

The challenges facing firms as they prepare for an uncertain future demand that they embrace flatter, more flexible organizational structures. Only they will be able to compete in the face of new competitive pressures. Today, we have new types of organizational structures that require a higher degree of autonomy and collaboration. Old forms of control are being replaced by innovative approaches that give people far greater power than at any time in the past. Our new organizational designs minimize “command and control” approaches to management. Several trends, in total, are converging to make trust a very competitive issue for organizations. Trust is vital for innovative work within the organization (project terms), between organizations (strategic alliances, R. & D. Partnerships) and even between the auditor and the audited.
This paper focuses on organizational trust, how it impacts the control system and results in increasing growth, productivity, profits and job satisfaction.

The concepts of trust and control are inherently elusive and contested notions to the extent that they refer to highly complex forms of social relations and processes which are necessary for the generation and maintenance of collective action. Traditionally, this complexity has been reduced by treating the concepts as signifying functionally alternative institutional systems for absorbing socially defined risk and uncertainty (Lash, 1994). Thus, conventionally, the concept of “trust” is taken to signify and represent a co-ordinating mechanism based on shared moral values and norms supporting collective co-operation and collaboration within uncertain environments. In sharp contrast, “control” is taken to refer to a co-ordinating mechanism based on asymmetric relations of power and domination in which conflicting instrumental interests and demands are the overriding contextual considerations. However, in this research, we will treat trust and control as systematic, rather than sectional, resources and mechanism which order social interaction according to contrasting, but functionally equivalent. They are simply alternate routes for arriving at the same institutional destination-that is, we can create integrative function of trust/control which can make the organization more efficient and will lead to higher profits.
Trust Within Organizations 
The past decade has witnessed an increasing awareness of the importance of trust for the functioning of teams and organizations (Dirks and Ferrin, 2001; Land and Bachman, 2001; Nooteboom and six, 2003; Brass et al; 2004).
Organizational trust is built upon interpersonal trust. Some of the interpersonal layers that form the infrastructure of organizational trust include: trust between team members, trust between a supervisor and each of his or her employees, trust between cross-functional manager and so on. In an organization, trust works from the inside out. 

Reina and Reina (2006) define three types of trust, contractual trust, communication trust and competence trust.

The contractual trust implies that there is a mutual understanding that the people in the relationship will do what they say will do. It deals with keeping agreements, honoring intentions and behaving consistently.
Communication trust is the willingness to share information. It is the trust of disclosure.

Competence trust involves acknowledging people’s skills and abilities, allowing people to make decisions and involving others and seeking their input.

Schockley-Zalaback argues that trust has five dimensions: Competence, Openness, Concern, Reliability, and Identification.
Individual and Organizational Trust
Personal and organizational trust impact each other as managers learn what kind of behavior is rewarded (Punished) is their organizations (Whitener el al 1998). Managers observe and learn from each other through discussion and stories. Organizational culture (Coordination, communication and decision-making) encourages or discourages managerial trustworthy behavior. Interpersonal and inter-organizational trust may develop and impact each other simultaneously or so that either one develops first and impacts the other. Personal and organizational trust is closely intertwined, as it is only persons who may build trust and evaluate trustworthiness. The development of trust is based on both organizational and personal trust. In the following figure, the dual nature of trust building is illustrated. Our model is based on Giddens’s theory of structuration (1984) and on Blomqvist (1997) argument that the development of trust go through three layers of trustworthiness, Behavior, Goodwill and Competence. 
The organizational bases for trust are realized in organizational actions. In similar view, the individual bases for trust are realized in individual actions. Actions show the evaluator the validity of the base for trust through signals and signs.
Control Modes
The Control Literature suggests that there are two basic approaches to control – external measure-based control and internal value-control (Eisenhardt 1985). The first approach emphasizes the establishment and utilization of formed rules, procedures, and policies to monitor and reward desirable performance. It has, thus, also been called formal control and objective control. The second approach relies on the establishment of organizational norms, values, culture, and the internalization of goals to encourage desirable behavior and outcome. Here, control is intended to reduce good incongruence and preference divergence among organizational members. Thus, this second approach has also been called clan control, informal control, and normative control.
There are two main modes of formal control (Ouchi and Maguire 1975). Organizations can control either by measuring behavior (or behavior control) is to ensure that the process is appropriate, while measuring outcomes only (or output control) is to reply on an accurate and reliable assessment of members’ performance.

Social and informal control often refer to the idea of clan control proposed by Ouchi (1979). Clan control is exercised when organizations do not specify task-related behaviors and outputs. Instead, the focus is on developing shared values, beliefs, and goals among members so that appropriate behaviors will be reinforced and rewarded. Because members internalize organizational goals, their commitment and motivation to achieve these goals will be high.

The Trust-Control Relationships

Control is often believed to be detrimental to trust because regulation implies a sense of mistrust (Argyris 1952). In contrast, some theorists argue that proper control mechanisms may, in fact, increase trust because objective rules and clear measures help to institute a “track record” for people who do their jobs well (Goold and Campbell 1987; Sitkin 1995). Some others argued that found control – that is behavior control and output control – may undermine trust because the employment of strict rules and objectives means that members do not have the opportunity to decide what works best. Members’ goodwill is thrown in doubt. As a result, an atmosphere of mistrust is created. Social control, on the other hand, influences people’s behavior through creating goals and norms. The process increases mutual understanding – and is thus trust breeding (Das and Teng 2001).

The Effects of Trust on Control
Not only does control influence trust, but trust, in turn, affects the effectiveness of control modes as well. It has been noted that a minimum level of trust is needed for any economic transaction (Arrow 1974). The implementation of control in business organizations also requires a certain level of trust. Social control works best when there is a relatively high level of trust. Likewise, behavior control and output control also work better with the presence of trust. After all, trust reduces the level of resistance and brings harmony to the controller-controllee relationship. A lack of trust means that the firms will question the motive and competence of its people. Thus, without a certain level of trust, it will be difficult to accept outcome measurements, to follow specified behavior patterns, and to share values.
Vryza and Fryxell (1997) found that trust makes control mechanisms more effective. Control is not enough, if it is not supported by trust. By easing the reins of control, it improves efficiency, effectiveness, cooperation, team spirit, employee morale, and chances for success in an increasingly competitive world. The increased need for trust in our new organizational designs makes the role of checks and balances even more important than in traditional firms.
The Impact of National Culture on Trust
Researchers have offered many different definitions of culture. Namenwirth and Weber (1987), defined culture as a “system of ideas” that provide a “design for living”. Hall and Hall (1990) view culture as a system for creating, sending, storing, and processing information. According to Hofstede (1984), Culture is “the collective programming of the mind which distinguishes the members of one group from another. We define culture as “a system of values and norms that are shared among a group of people and then when taken together constitute a design for living”.

We apply the label “national” to culture to distinguish the character of a society from other forms of culture that we don’t directly address here (e.g. corporate culture).

As organizations recognize the value of trust as an important organizational asset, and in the mean time we have an increasingly diverse and global workplace, national culture will impact the process of trust building.
Conclusion
Today, more than ever, there is a need for trust in the workplace. Our processes are growing in complexity, the global market poses increased demands on people, and collaboration is needed like never before. Organizations and people face increasing challenges, some associated with growth and expansion, others with downsizing or restructuring. Change and transition have become common place in all organizations. Business is conducted through relationships and trust is the foundation of effective relationships.

The business landscape is constantly changing, and asking people to do more with less have become a way of life in industries across the globe. To take their organizations to the next level – whether it be increased speed to markets, enhanced patient care, greater customer satisfaction, improved cost containments, cutting-edge technology, reduced union grievances or expanded community outreach-businesses need their employees to embrace and adapt to change and to show up fully engaged and committed. In short, businesses need people to work in relationship with one another to produce results. People need their relationships with coworkers to be trusting ones if they are to get their jobs done.

When trust is present, people are excited about what they do. They collaborate freely, channels of communication open up, the sharing of ideas becomes the norm, and people are not afraid to make mistakes. They take pride in the organization they work for, are committed to the people they work with, and being themselves more fully to their jobs. Formal control becomes less relevant.

An organization in which people earn one another’s trust, and that commends trust from the public, has a competitive advantage. It can draw the best people, inspire customer loyalty, reach out successfully to new markets, and provide innovative products and services. It will increase its profits as well as shareholders value.

However, multinational firms and firms with multicultural work forces must recognize that national cultures, norms and values will impact the trust building process.
*References can be provided upon request from the first author.
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Organizational Trust is composed of
individual and organizational action
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