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Abstract. Purpose. Our study has tried to find out the dimensions to trust and their impact on permanent
employee psychological disconnect. We have taken improper communication, favoritism and unequal
organization policies as the dimensions of distrust and their significance are being tested. The study’s
major goal is to determine how distrust is linked to long-term psychological dissociation in workers.
Study design. For gathering information on the dimensions of distrust, a structured questionnaire was
created. 378 people made up the study’s sample. Data collection employed a convenient sample method.
SPSS 23 software was used for data analysis. To test a hypothesis, correlation, regression, and ANOVA
techniques are used. Findings. It has been discovered that there is a positive association between many
aspects of distrust and employee psychological separation, and that employees who harbor distrust for
their business become emotionally distant from it. The result indicated that all three dimensions of
distrust do influence on permanent employee psychological disconnection from organization. Practical
implication. This study suggests that organization should follow ethical organization practices to
maintain trust among employees. Also, it should keep an eye and take positive action for disconnected
or likely to disconnect employee so that talent pool can be retained in the organization. Originality
and value of result. The previous studies focus on permanent employee psychological disconnect with
several other variables. However, the current study aims at role of distrust on employee permanent
psychological disconnect.

Keyword: distrust, permanent employee psychological disconnect, unequal organization policies,
improper communication, employer favoritism, employee engagement.

Introduction

Employee engagement, employee experience and emotionally connecting with the employees
have become a buzzword in today’s organization. Organizations are not only chasing profit and
success, but also they are chasing towards the direction of managing a good talent pool. Employees
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are also trying hand in hand to get emotionally connected and committed to their workplace, but
some factors are still there restraining this behavior. Providing benefits to the employees is no longer
considered as the best trick to get employee engaged in an organization. Time has come employee
want to see himself as an individual in his workplace where he has a say in front of every right and
wrong. Gaining trust within employees for their organization is not an easy task anymore because
trust has also changed his definition. What trust means to employees is also a matter of fact to be
learned. The second thing to discuss here is employee permanent psychological disconnect which
means, whether employees are emotionally connected with the organization or not. The concept
of employee psychological disconnect is assumed to have two categories: a) temporary employee
disconnection or employee detachment and b) permanent employee psychological disconnection.
Where category (a) i.e. temporary psychological disconnection is healthy for the organization as
availing which employees will get reenergized for the next day to work with greater enthusiasm,
the second category i.e. (b) employee permanent psychological disconnection is unhealthy for the
organization as employee will get employees detached from the organization leading to employee
disengagement. Our subject of study for this research paper is about employee permanent
psychological disconnection. If employees do not get the desired environment, then there is a
probability that they are not satisfied and they can quit the company. As a result the final goal of an
organization may not be fulfilled. Through this research article, the author has sought to understand
the connection between employee psychological disengagement and distrust.

Objective of study

The goals of the research are outlined below to give researchers a clear explanation for the
study considering the aforementioned factors:
e to identify several organizational distrust dimensions;
e to determine the link of distrust aspects with long-term psychological disconnection in
employees.

Literature review

Employee permanent psychological disconnect

When we break the terms in “psychological disconnect”, we find “psychological” which means “I
don’t fit in” and the other term is “disconnect” which means “less than others”. The term disconnect
means, not to involve in any work-related activity directly or indirectly in any medium including
electronic media such as telephone calls, emails or messages during non-work timings. This means,
the employee should not involve in any work-related activity during the non-working hours, neither
he should getany work related messages from the employer be it in the form of mail, message or phone
calls. The European government has brought a noticeable and appreciable change in their law by
enforcing the organizations not to involve their employee in any work-related activity when they are
enjoying their spare time during non-working hours. It is a broader aspect from being offline where
internet facility is not available at employee’s end, as it say along with internet, it is preferred not to
contact employee through any other media also during these hours (Jaworska, 2022). Psychological
disconnect is more often understood as emotional detachment where person cannot fully engage
with their feeling or the feeling of others. Some researchers have also understood Psychological
disconnect as ability to psychologically distance oneself from the organization’s decision (Walker,
2015). That means the extent to which one feels more negative about his closed colleague on being
disadvantaged at work as compared to strangers, as he has been more psychologically connected
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to the former. The one with whom one has not been familiar, will feel low psychological connection
even if he is being disadvantaged by the former (Walker, 2015). This clearly identifies that, if one is
connected psychologically with someone else, then he will be more emotionally unstable upon being
cheated or treated badly. Here we can also understand that psychological disconnection means
detaching from oneself emotionally or mentally.

Distrust

Be it a family or a corporate business, trust is the main issue where conflicts arise or where
there is no place of conflict if trust is strong. When organization fails to develop trust in the mind
of employees there arises distrust where a very negative environment and a relationship between
employee and employer develops where the employees are working without having trust on their
organization, leading to employee disengagement and organization decommitment. Trust is not only
a single word that can be achieved by asking the other person if he has or not. But it lies with number
of factors which combine build or break trust. To understand “trust”, various authors have given
their viewpoints to elaborate or make it easy and clear to the readers.

According to some authors, trust is the capacity to rely on a partner in whom one has faith
(Moorman, Deshpande, Zaltman, 1993, p. 82). Some also understand “trust” as when someone is
having confident positive expectation from the other person (Lewicki, Bies, 1998, p. 439). M. Deutsch
gave his views on trust as a positive occurrence according to someone’s expectation (Deutsch, 1958,
p. 266). R. T. Golembiewski and colleagues in their research stated that there is no other variable
than trust which can influence interpersonal and group behavior (Golembiewski et al., 1975). Trust
being the most important variable for the long-term viability of a company and this trust can be
seen in three areas and they are interpersonal trust, supervisory trust, and top-level management
trust (Cook, Wall, 1980). An employee may have more trust in his supervisor rather than the
organization as they both have good working relationships and organization trust may hamper when
the employee’s efforts are not recognized by the organization may it be in terms of reward or fair
compensation. According to studies, trust in an organization is related to perceived organizational
support and justice, while trust in a supervisor is related to the employee’s behavior, the supervisor’s
own abilities, and the supervisor’s decision-making skills (Tan, Tan, 2000). Investigators can think
of trust as a mindset one person, the truster, has toward another person, the trustee. Until someone
proves themselves to be unreliable, we have a psychological tendency to believe them (McKnight et
al,, 1998). In five diverse contexts — individual expectations, interpersonal interactions, economic
exchanges, social institutions, and ethical principles defined organizational trust (Hosmer, 1995).

Intheliterature, theideaofsocial capital —aninstitutional responsetoaidingefficient production
through coordinating joint action and facilitating economic exchange — is frequently related with
the concept of trust between economic players. Trust is built on the acceptance of interpretations
concerning the knowledge that information is incomplete (Saunders, Thornhill, 2003).

An organization’s emphasis on institutional trust is likely to be successful since it improves both
structural assurance and a typical situation (McKnight et al., 1998). It also improves circumstances
in which promises are made and kept in accordance with contractual proof. So, when we talk about
distrust, it means when the organization does not meet the employee’s psychological expectation of
being treated fairly or similar measures. Distrust appears where trust ends. Talking about different
dimensions of trust, there are number of studies which identify the different variables. The main
three components of trust are reliability, commitment, and integrity (Prakash, 2011). Itis important
to maintain trust with these three dimensions among different cultures. These three are needed to
be present as integrity combines two cultures, commitment is needed to perform duties positively
with honesty and dependability combines people together.
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Trust and leadership from organization trust says, there arefive5 key dimension of trust and
they are Openness, Integrity, consistency, competence and loyalty (Lumen, 2022). Loyalty towards
organization is much needed by employees and showing loyalty to the employees is also a key
responsibility of the employer. Consistency can be understood by the reliability of individuals to the
organization. Openness towards organization means where employee has a say in the organization
and it points towards openness in communication and also where there is no place of favoritism.
Competency implies the traits of individuals and where talent and skills are appraised and not
the people. In some case companies open internal hiring where their know individuals got placed
without having proper knowledge and there comes the concept of distrust towards organization.

The parameters of organizational trust are the subject of diverse viewpoints. These
characteristics were described as emotional and behavioral by (Mayer et al.,, 1995). Competence,
open communication, concern for employees, and reliability are the four aspects of organization
trust as articulated by (Dirks, Shockley, 2000). Coworkers’ trust, immediate supervisors’ trust, and
higher management trust are only a few of the additional aspects of trust that have been uncovered
by numerous other researchers (Mit, Kazem, Amer, 2008).

M. M. Kasasbeh and H. F. Abeer further demonstrates the four main characteristics of trust as
administrative innovation policies, self-fulfillment, prevalent values, and information accessibility
(Kasasbeh, Abeer, 2010). In a study, it was also discovered that an organization’s failure to maintain
good communication, increase in favoritism, implementation of unfair employee policies, internal
recruiting practices, and all. And from all these studies it gives us strength to conduct a study on
distrust, where trust fails on organization in the mind or employees. Some of the major of trust to
identify whether these dimensions of distrust has effect on Employee disengagement or permanent
psychological disconnect from organization. Earlier studies were conducted either in hospitality
sector or service sector, and we will conduct our study on IT sector and academic sector to check
its viability and the dimensions under study will be Flow of improper communication, Increased
favoritism and unequal organization policies. So, the hypothesis hence developed will be

H : there is no meaningful connection between distrust and permanent employee psychological
disconnect.

Linkage of distrust dimensions with permanent employee psychological disconnect

Flow of improper communication

The message that a sender sends to a receiver is considered communication. Information is
conveyed from sender to receiver across many channels during this process, which might involve
encoding and decoding as well as being interrupted by noise (Shannon, 1949). According to
constitutive models of communication, communication can both create and recreate shared meaning
(Craig’s, 1999). Proper communication can resolve many psychological issues in an organization,
and it has greater impact on trust building for the organization (Kostaman, 2015). According to
study done by N. Borah and M. Barua on employee engagement, they have clearly mentioned that
open communication, fair organization policies are one of the most important factors for engaging
employees at workplace (Borah, Barua, 2018).

According to research, internal communication can involve employees in the organization’s
goals and is essential for fostering a culture of openness between management and staff (Mishra
et al,, 2014). Internal communication between managers and their workforce motivates workers to
provide better customer service (Lowenstein, 2006). The loyalty and level of trust that employees
have for their managers and senior leadership are significantly influenced by the way a company
handles its communications. Face-to-face communication combines information and engagement
and is the most efficient way to transmit information in a believable way (Quirke, 2008; D’Aprix,
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2009). This is because verbal and visual clues provided by face-to-face contact fully express the
information being offered. So, from above literature we get enough evidence to take hypothesis as:

H, : There is significant positive relationship between communication and employee permanent
psychological disconnect.

Favouritism

Favouritism is a word which means when someone in the workplace is treated better than
the other. “In the workplace, favouritism can be said when someone-or perhaps a group of people-
appears to be treated better than others and not necessarily for reasons related to superior work
performance” (Basu, 2009). Favouritism can be felt by the employees at any stage, be it right after
joining an organization to having spent ample number of years in the organization. However, if
rules and procedures aren’t the same for everyone or they’re applied unevenly, inconsistently, and
inconsistently, employees may subsequently develop a bad attitude toward the integrity of their
organization’s development (Mohammad et al., 2019).

Sometimes favouritism or biasness or discrimination is invisible and sometimes they are
perceived (Sheaffer, 2018). People experience perceived discrimination when they believe they
have received unfair treatment because they belong to particular social groups (Banerjee, 2008).
Social psychologists claim that racial and gender bias in society is pervasive, invisible, and frequently
manifests itselfin discriminatory behavior (Czopp, Monteith, 2003; Greenwald et al., 2002). Although
prejudice, stereotyping, or racism may be the driving forces behind discrimination, the concept of
discrimination does not require any specific underlying cause (Aboud, Levy, 2000; Pager, Shepherd,
2008). Workplace discrimination arises from unnecessary and unreasonable differences in the way
employees from various backgrounds perform HRM tasks (Pynes, 2008).

Studies also demonstrate that perceived organizational dishonesty and injustice is linked to high
levels of favouritism and undermines the culture of the organization (Dickson et al., 2012; Sonnentag,
2012; Jones, Stout, 2015; Shin, 2012; Chernyak-Hai, Tziner, 2014; Veinhardt, 2022; Yonker, 2017).
In research which was conducted to compare employment and pay reduction in establishments
which were established in hometown and in other places it was found that establishments opened
near hometown were less affected by employment and pay reduction and the conclusion was made
that distinctive management personalities have an impact on company hiring practices and directly
demonstrate employee bias. Nancy DiTomaso conducted research on white collar employees and
non-whites and she found that he main way that racial inequality is perpetuated in the United States
in the post-civil rights era is through the favours or benefits that whites provide to fellow whites
(DiTomaso, 2015). She further argued that this result may further lead to employee disengagement.
C. Prendergast and R. Topel conducted a study on employee biasness over performance evaluation
and suggested that key organizational and compensation design elements are intended to address
subjectivity and the accompanying incentives (Prendergast, Topel, 1993). The inclination toward
consistency of treatment and the possibility of bias in performance reviews were two related issues
that were highlighted in his research and the suggestion made was consistency in treatment could be
useful, particularly when those who are less capable become demoralized by their relative situation.
In his study on ingroup and outgroup favouritism N. Dasgupta found that a person’s awareness of
potential prejudice, motivation, and capacity to resist it, as well as occasionally their consciously
held ideas, all affect how biases in the mind can manifest in action (Dasgupta, 2004). Finally, a recent
body of research contends that the implicit prejudices held by members of socially excluded groups
toward their own group may have unintended behavioural effects that are detrimental to both them
and their in group. So, here we found a scope to experiment whether this favouritism also impact
on employee psychologically? Does it also impact on disconnection from organization? Our testing
hypothesis will be:
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H ,: There is significant positive relationship between favouritism and employee permanent
psychological disconnect.

Unequal organization policies

Organisation policies should not be rigid, but it should be flexible enough so that employee will
not have to face problem. Organizations do change their policies time to time but, it is very important
that how employees are reacting to the new policies. The policies should in no means feel employee
that their job is insecure or, the work should not be so stressful that employee might start thinking
aboutjob insecurity. A friendly environment is very much needed to make employees connected with
the organization (Peng, Potipiroon, 2022). If the new policies are not in favour of the employee then
they are surely going to raise their voice against. So, it is a crucial factor to judge before finalizing
any new policy. Many researchers have given their opinion on Organization policy and its impact on
people. Organization policy goes through four steps, policy formulation, adoption, implementation
and evaluation (Chiemeke, 2018). In which, formulation can be done by top management as it
is difficult to capture others and rest three should be shared and communicated with others. In
other words, employees should be given a scope to participate in remuneration decision, working
conditions and likewise. This increases their involvement and engagement towards organization,
and the reverse may cause mental separation from organization. (Six, 2008).

Amatched pair of two consulting organizations with differing trust policies but otherwise similar
characteristics was carefully examined with a focus on the development of trust and the management
of conflict when trust was endangered or destroyed. Half-open interviews, participant observation,
and survey research were all employed. An interconnected collection of policies can help to increase
trust. These policies include encouraging a relationship-oriented culture, facilitating clear signalling,
standardized induction training, providing opportunity for informal meetings, and managing skills
daily. According to the researcher, such policies are, in theory, unaffected by acknowledged contextual
factors. A descriptive study was conducted among 30 employees of a private insurance company in
Cochin to ascertain the effect of job satisfaction on employee engagement (Abraham, 2012). The
results demonstrated that a moderate degree of employee participation was affected by factors
such as the nature of the job, superiors’ evaluation of one’s performance, teamwork, cooperation
between departments, competitive compensation, and equal and proper execution of company
policies. The results of this study have consequences for management in terms of their duty to create
an atmosphere in which workers can continue to feel extremely satisfied, which in turn promotes
engagement.

Thus, from the above studied literature we will validate to form the hypothesis:

H . thereis significant positive relationship between unequal organization policies and permanent
employee psychological disconnect.

So based on the above literature, we have concluded our hypothesis as:

Hypothesis-01

H,, There is significant positive relationship between improper communication and employee
permanent psychological disconnect.

H,, There is significant positive relationship between favouritism and employee permanent
psychological disconnect.

H,, There is significant positive relationship between unequal organization policies and employee
permanent psychological disconnect.

Hypothesis-02

H_, There is substantial influence of distrust on employee permanent psychological disconnect.

204



Organizational Psychology, 2025, Vol. 15, No. 3. www.orgpsyjournal.hse.ru

Data description

Participants

378 employees from IT and educational sector participated in the survey.

Materials and methods

Assessing organisational trust and permanent psychological disconnect scale

e For the three dimensions of organization distrust, i.e. for favouritism, we have used scale
with 5-point Likert scale (Hayajenh et al., 1994).

e For improper communication survey questionnaire was used (Dozier et al., 1995).

e To assess the inequal organization policies scales has been used and taken for study (Six,
Sorge, 2008).

e For permanent psychological disconnect we have used number of multi-item scales using
5-point Likert scale (Cornwell et al., 2008).

Data processing
SPSS 23 was sued to conduct the statistical analysis.

Results

Demographic profile

From Table 1 it is understood that it was collected 139 responses from IT sector and 239
responses from academic sector. Total of 207 makes have given their responses, and 171 females
have given their responses hence gender biasness has no impact on our study. The age groups for
data collection were having a range from 25 to 55 and above and the survey questionnaire was filled
with the responses having a salary range of 20000 to 60000 INR and above.

Table 1. The demographic breakdown of the respondents

Industry IT Educational
139 (36.77%) 239 (63.23%)

Gender Male Female
207 (54.76%) 171 (45.24%)

Age 25 - 35 years 36 - 45 years 46 - 55 years 55 & above years
81 (21.42%) 117 (30.95%) 139 (36.77%) 41 (10.84%)

Salary 20000-30000 INR 31000-45000 INR 46000-60000 INR 60000 & above INR
79 (20.89%) 111 (29.37%) 149 (39.41%) 39 (10.31%)

Measurement model

The evaluation of measurement model includes analysis of reliability, correlation, regression
and ANOVA.

The reliability analysis of the distrust dimensions is shown in Table 2. All the items utilized in
our research have Cronbach’s Alpha values greater than 0.700, which is a definite indication that the
data is reliable for investigation. The questionnaires attached with each construct are having a good
factor loading with the main construct. Majority of respondents are between the ages of 36 and 45
and 46 and 55. So, middle aged employees have a higher impact on this study. The major income
level is falling between 30000 to 60000 INR. This shows a scope for further study or research on
employees having income higher than 60000 INR.
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Table 2. Reliability analysis

Items No. of items Cronbach’s Alpha
Improper communication Employees are usually informed about major changes in policy that will affect .889
jobs before they take place
Employees are not afraid to speak up during meetings with supervisors and
managers.
Supervisors encourage employees to express differences of opinion.
Favoritism Employees of this organization always feel that they need someone they know .893
or a friend in a high-level position
High-level officials of this organization have a hard time demoting or firing
friends and acquaintances.
Employees of this organization are uncomfortable with the presence of those
employees with close personal ties to higher officials.
Unequal organization In this organization, employees feel that they have the same opportunities for .895
policies advancement as their colleagues.

This organization treats all employees equally.
This organisation practices transparent communication for everyone regarding
pay, promotion and opportunities.

Table 3. Correlation analysis

Parameters EPD Communication Favoritism Organization policies

Employee psychological ~ Pearson Correlation 1 792%* 782%* .789**
disconnect (EPD) Sig. (2-tailed) 0 0 0
Improper communication Pearson Correlation 7924 1 .995%* .989**

Sig. (2-tailed) 0 0 0
Favoritism Pearson Correlation 782+ .995%* 1 994

Sig. (2-tailed) 0 0 0
Unequal organization Pearson Correlation 789 .989** 994 1
policies Sig. (2-tailed) 0 0 0

From Table 3 itis clearly shown that in our study employee permanent psychological disconnect
has strong correlation with the dimensions of distrust. Where improper communication has 0.792
magnitude i.e. If organization has a poor communication system where employees are not getting
proper information, then this can lead to employee disengagement and hence to permanent
psychological disconnect. Similarly, favoritism is also positively correlated with EPD, and the
magnitude is (r = 0.782, p < 0.001). This signifies that the more is the favoritism in an organization,
the more is the permanent psychological disconnect and vice versa. If organization is biased towards
some category of people then it may create an environment of disengagement for other employees
which again generates permanent employee disconnection. Unequal organization policies is also
showing strong magnitude with EPD and the value is (r = 0.789, p < 0.001). Therefore, we reject the
null hypothesis and conclude that there is significant positive correlation between the variables.
In other words, the results show that all the distrust antecedents are accepted at (p < 0.001) and
statistically significant.

Regression and ANOVA analysis

Multiple regression analysis is shown in Table 4 whereas the ANOVA model is shown in Table 5.
Table 4 depicts for this study as (R?=.860, p < 0.001). The result value of adjusted R? indicates that 85.6
% of the variation in permanent employee psychological disconnect has been caused due to different
dimensions of trust. This means trust plays a significant role in affecting permanent employee psycho-
logical disconnect. Employees who if loosing trust have 85.6% probability to get emotionally detached
from the organization. Here also the study signifies that approx. 14.4% of employee permanent dis-
connecting is caused through another factors other than trust which gives a scope for further research.
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Table 4. Regression analysis

Model R R? Adjusted R*>  Std. Error of the Estimate Sig. F Change
1 921a .860 .857 .64556 .00
a. Predictors: (constant), trust
b. Dependent variable: employee psychological disconnect

Table 5. ANOVA

Model SS df MS F Sig.
Regression 69.402 6 34.701 380.985 .000°
1 Residual 39.348 371 0.091
Total 108.75 377

A. Predictors: (constant), trust
B. Dependent variable: employee psychological disconnect

Because the alternate hypothesis was accepted and the results were validated, it may be
concluded that there is a influence of employee distrust on long-term psychological separation.
Moreover p-value being less than 0.001 leads us to the conclusion that the model is fit or at least one
regression coefficient is significant (Aakansha et al., 2022).

Discussion

According to the studies mentioned above, there is a significant link between employee
permanent psychological separation and distrust. All the study’s distrust dimensions have correlation
coefficients with EPD of more than 0.700, indicating a strong relationship between the two variables.
The ANOVA test claims that (p < 0.001), which indicates that the null hypothesis is rejected and that
our test is statistically significant. In other words, dimensions of distrust have a substantial impact
on employees’ long-term psychological disconnect. In regression analysis the adjusted R2 value is
approximately 85 percent which signifies that the distrust dimensions has 85% impact on employee
disconnection. That means if the dimensions are not taken care of with immediate effect, then this
may lead to strong employee disengagement from organization. While organizations are trying
their best to retain their employees, they should try to win their trust also. For this they should
avoid poor practices such as unfair organization policies or not considering employees’ opinion or
welfare part before formulation or any policy. Improper communication has a correlation of 0.792
with employee psychological disconnect. This signifies that if communication is not proper and
not reaching properly to the employee, then employee may work in a wrong direction, for which
company and the employee have to pay a higher cost which certainly will lead to losing employees
trust on organization and also will detach them emotionally (Karapetyan et al., 2021). They will
start finding new workplaces where the flow of communication is proper. The findings of this study
are theoretically supported by the social exchange theory, which claims that when organizations
and supervisors provide resources, like internal communication, in a way that is perceived to be
beneficial, employees will consider the relationship favorably and reciprocate with favorable and
beneficial cognitions, emotions, and behaviors, like engagement (Cropanzano, Mitchell, 2005).
Senior managers and supervisors can enhance employee engagement by communicating in a way
that makes employees feel like a part of the company’s internal community (Karanges, 2015). This
can be achieved through internal communication that encourages employees to share their ideas
and opinions with the business and their supervisor. Employees should be included in discussions
about their specific roles and duties more frequently.

Similarly employer favoritism and organization policies should also be taken care of so that
employee disconnection can be avoided. Our study has claimed the importance and impact of these

207



Organizational Psychology, 2025, Vol. 15, No. 3. www.orgpsyjournal.hse.ru

two factors separately (Six, Sorge, 2008). For building organizational trust in the mind of employee
and encourage them to become more trustworthy organization should work on the following
measures:

(1) development of a culture that values connections and the expression of concern for the
needs of others;

(2) supporting clear relational messaging between coworkers in both vertical and horizontal
directions;

(3) explicit socialization to help newcomers comprehend the organization’s beliefs and ideals as
well as “how things around here are done”:

(4) processes for managing the development of professional abilities among staff.

Conclusion

We conducted our study on limited dimensions of distrust as we considered only 3. But these
dimensions were found to be very much impact on psychological disconnection of employees.
In academic industry we found favoritism and poor organization policies is the most prevailing
dimension which becomes the major factor for employee psychological disconnect. Adding to this,
when organizations do not trust on their employee’s credibility, then also employee looses trust
and hence EPD is affected. When we did analysis on IT sector also this problem was seen but poor
communication was also an important factor to break trust and effect employee psychological
disconnect.

Trust is a major concern and thread which binds an employee with the organization and if trust
is broken then it is obvious that employee will start thinking about a job switch or will undergo
psychological disconnection. During conduction of this research, we also came across a new thing that
some organizations change their policies, and this goes with person to person. We can term it under
favoritism or poor organization policies, and it is unfair. For a biasfree employment, organizations
should give training and education to the employee in charge regarding any discrimination. Similarly,
the practice of biasfree decisions should be adopted throughout the organization to make it a
trustworthy workplace. It is also important to note that employers should not fall into the habit of
stereotyping or halo error while working in an organization. Also, management’s real behavior may
be just as important for fostering the growth of interpersonal trust as any policies it implements
(Mthlau, Lindenberg, 2003).

Limitation and avenue for further research

The cross-sectional research design of this study is one of its main limitations since it precludes
us from inferring a causal relationship between the variables. In this case, longitudinal research is
required to close the gap and examine the study’s validity. Second, distinct predictors of employee
permanent psychological separation and identifying the moderating elements to employee
psychological disconnect may be the focus of future research. Third, our study has been conducted
on three major dimensions of trust and it is studied on academic sector and IT sector. So here the
subsamples are not the representative for the working populations of other sectors of economy.
This is generating a further scope to conduct a study on other sectors like health industry and other
unexplored industries to check its viability. Further the other dimensions of trust can also be studied
to check the responses and their impact on permanent employee psychological disconnect.
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Appendeix

Questionnaire attached

Favoritism
Employees of this organization always feel that they need someone they know or a friend in a high-level position
High-level officials of this organization have a hard time demoting or firing friends and acquaintances.

Employees of this organization are uncomfortable with the presence of those employees with close personal ties to higher
officials.

Improper communication
Employees are usually informed about major changes in policy that will affect jobs before they take place
Employees are not afraid to speak up during meetings with supervisors and managers.

Supervisors encourage employees to express differences of opinion.

Unequal organization policies
In this organization, employees feel that they have the same opportunities for advancement as their colleagues.
This organizations treats all employees equally.

This organisation practices transparent communication for everyone regarding pay, promotion and opportunities.

Employee psychological disconnection

How often do you socially connect with your superior or your colleagues.
How close do you feel is your relationship with your organization

How often do you join the get together with your office colleagues.

In past 12 months how often did you voluntarily work for your organization.
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Posib HejOBepUA B YyCTOMYUBOM OTUYKAEHHOCTHU
COTPYAHHWKOB OT OpraHU3alMU B cpepe
MHOOPMAIMOHHBIX TEXHOJIOTUM U 00pa30BaHUU

BAPHK Cmura
ORCID: 0000-0002-5116-5994
Yrusepcumem Amumu, Hotida, Ymmap-Ilpadews, Mnous

AIOAB [Ixas

Yuueepcumem Amumu, Hoitoa, Ymmap-IIpadew, Mnous

CET Manuia

Hotidckuti uncmumym unxcenepuu u mexuonoeuil, bonvwas Hotida, Ymmap-IIpadew, VHous

AHHoOTauMs. l/esb. B HaweM nccae0BaHUM MPENPUHSATA NOMBITKA BbIIBUTh GAaKTOPHI HeI0BEPUS
Y UX CBSI3b C YCTOMYMBOM MCUXOJOTHYECKON OTUYKAEHHOCTBIO COTPY/IHUKOB. B KauecTBe GpakTOpoB
He/loBepHUsI Mbl pacCMaTpPUBAJM HENPABUJIBHYI0 KOMMYHHKaIU0, GaBOPUTHU3M U HeClpaBeJJIn-
BYI0 OpPraHM3allMOHHYIO MOJHUTHUKY, [J1aBHAs 1jeJib MCCIeOBaHUS — OIpPEJeINTh, KaK HeJloBepHe
CBSI3aHO C JIOJITOCPOYHOM IICHXOJIOTMYECKOH OTYYXJAEHHOCTBIO y PabOTHUKOB. Ju3atiH ucciedo-
saHus. Jlna c6opa mHPopManuu o dakTopax HeAoBepHs ObLI pa3paboTaH CTPYKTYPHUPOBAHHBIN
OTPOCHUK. B BBIGOPKY HccnenoBaHus Bouwiy 378 dyesoBek. /|yt c60pa AaHHBIX UCII0JIb30BAJICSI METO/
yA06HOU BBIOOPKH. [l/is1 aHa/IM3a JAHHBIX UCIT0JIb30BAJIOCh TporpaMMHoe o6ecriedeHue SPSS 23. Jlis
MPOBEPKHU THUIIOTE3bl MPUMEHSIUCh METO/Ibl KOPPESUH, PEFPECCUU U JUCIEPCHOHHOTO aHaIM3a
(ANOVA). Pesyabmambl. BbLIIO 06HAPYKEHO, UTO CYIIECTBYET MOJIOXKUTEbHAS CBA3b MEXKAY MHOTUMHU
acneKkTaMHu HeJIOBEpHSl W ICUXOJIOTHYECKOH OTUYKAEHHOCTbIO COTPYAHHUKOB, U UTO COTPYAHHUKH,
WCOBITHIBAIOLIME He0BEPUE K CBOEH KOMIAHWHU, 3MOLMOHAIBHO OTJA/SIOTCA OT Heé. Pe3ysnbTaThl
MO0Ka3aJIk, 9YTO BCe TPHU aCHeKTa HeJO0BEPHs CBSI3aHBI C MOCTOSTHHOM NCHUXOJIOTUYECKOH OTYYXK/EH-
HOCTBIO COTPY/IHUKOB OT OpraHu3aluM. [[pakmuueckas 3Hauumocms. JlaHHOe WCCIef0BaHNE TIPes-
M0JIaTaeT, YTO OPraHU3ANUAM CIeAYeT NPUAEPKUBATHCSA 3TUIECKUX TPUHLIMIIOB JJIsI O/ iepKaHUs
JlOBepHUsl Cpe/iu COTPYAHUKOB. ClielyeT CJeJUTh 32 OTYYKAEHHBIMH UM CKJIOHHBIMHU K OTUYK/IEHUIO
COTPY/IHUKAaMH ¥ NPUHUMATh NO3UTHBHbIE MePbI, YTOGBI COXPAHUTDb Ka/IpOBBIM pe3epB B OpraHu3a-
. OpUrHHaJIBHOCTD U IIEHHOCTh pe3y/bTaToB. [Ipeapiayiine uccienoBaHnst GOKYCHPOBAINUCh Ha
MOCTOSIHHOW MCUXOJIOTUYECKOH OTUYK/AEHHOCTH COTPYAHUKOB C YYETOM HECKOJIBKUX JIPYTHX Iepe-
MeHHbIX. O/JHaKO JJaHHOE HCCJIe/JOBaHME HAPaB/JIeHO Ha U3y4YeHHe POJIM HeJJOBEPHUsS B MOCTOSHHOMN
MICUXOJIOTUYECKON OTUYKIEHHOCTH COTPYAHUKOB.

KiloyeBble cjioBa: HeJoBepHUe, yCTOHYMBAs MCUXOJOTMYecKas pPa3oOLEHHOCTb COTPYAHHUKOB,

HepaBHAAd OpraHMU3allMOHHAA INMOJIMTUKA, HENNpPpAaBUJIbHAA KOMMYHUKAlLUs, (l)aBOpl/ITI/IBM CO CTOPOHBI
pa60To,anenﬂ, BOBJIEYEHHOCTb COTPYAHUKOB.
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