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ABSTRACT
TRUST BETWEEN LEADERS AND FOLLOWERS IN RELIGIOUS
COMMUNITIES: A COMPARISON OF THE UNITED STATES AND VIETNAM
Tram (Sr. Agnes) Nguyen

The purpose of this quantitative study was to examine the mediating impact of
trust on the relationship between leaders and followers in religious communities across
two cultures, the United States and Vietnam. The study sample consisted of 800
followers and 40 leaders in 40 religious communities from the cities of Nha Trang, Ha
Noi, Thanh Hoa and Saigon in Vietnam. In the United States, 800 followers and 40
leaders were selected from 40 religious communities in Chicago, New York City,
Buffalo, and Iowa. The Behavior Trust Inventory (BTI), created by Nicole Gillespie
(2005), was used to conduct the study. This instrument was also translated into the
Vietnamese language. The survey was administered online via Qualtrics, and the link was
distributed to the participants in both Vietnam and the US by email. Sixty-three
participants in the US completed a print version of the survey. The study was significant
for those who practice the role of leadership and for followers in trust-building, especially
in knowledge, ability, and work-related skills.
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CHAPTER 1: INTRODUCTION
The relationship between leaders and followers is significant because it relates to
the success of the organization. Psychologically speaking, when a healthy relationship is
built, members of an organization have the motivation to combine their energy and
increase their creativity and productivity. One of the many factors that can reinforce this
relationship is trust. Indeed, prior research has indicated that trust plays a vital role in
many areas such as education, science, business, and is even more critical in religious
community settings.
Indeed, for theistic religions in general and religious brothers and sisters in
particular, God is central to their lives, and trust in God is fundamental to believers
(Godfrey, 2012). Especially, those who live in religious communities, are highly
recommended to follow the footsteps of Jesus Christ. Therefore, His teachings become
guidelines and measures for them. Jesus teaches believers not to be afraid, just trust in
Him (Mark 5:36) and God. Moreover, the Word of God is spoken in the Bible, which
teaches believers to trust others and God. According to Psalm 1, when people seek the
kingdom of God and His way first, they will get closer to Him and will increase their
trust in Him. They also learn to be trustworthy people themselves. In doing so, people can
learn to trust others more freely.
When followers have faith in their leaders, it leads to increased commitment to
the goals of the organization, and the leaders may get the best effort from their followers
(Munir, Nielsen, Garde, Albertsen, & Carneiro, 2012). At the same time, trusting in
followers helps leaders of the organization to be more comfortable with change and
embrace new visions. Leaders can find themselves able to affect their followers and

1

generate real change accordingly (Kanji & Moura, 2001). Trust in leadership fosters a
good leader-follower relationship in the organization.
Although there have been several studies on trust in leaders in a variety of fields,
few studies referred to the effect of trust in a religious community setting. Therefore, this
study will be conducted to evaluate the impact of trust on the relationship between
leaders and followers in the religious community setting across cultures in Vietnam and
the United States. It is hoped that the results of this study will have useful applications for
those who work in religious community settings and other organizations.
Purpose of the Study
The purpose of this quantitative study was to examine the mediating impact of
trust on the relationship between leaders and followers in the religious community across
two cultures: The United States and Vietnam. Furthermore, this study aimed to look at
similarities and differences in the way religious leaders and followers trust each other in
Western cultures and Southeast cultures. The United States represents Western countries
and Vietnam for Asian countries.
The researcher was a female member of a religious community, originally from
Vietnam, but currently working and engaging in advanced graduate study in the United
States. Her experiences as both a follower and leader in religious communities in the two
countries evoked her interest in the topic of trust as a component of effective leadership.
She has had the opportunity to observe and interact with colleagues and reflect on the
element of trust within the communities. Finding minimal research on the topic of trust
within religious communities motivated her to conduct the present study.

2

Within religious communities in the Roman Catholic Church, leadership is
defined through a variety of ranks or titles that represent areas and spheres of influence.
Indeed, Roman Catholic leadership is hierarchical, and the role of ordained leadership is
limited to men. Women can serve in the role of leadership within their religious
communities. There are two categories of leaders: ordained leaders and lay leaders.
Ordained leaders include the Pope, bishops, cardinals, priests and monsignors. The Pope
is the head of the entire Roman Catholic Church, and his announcements are considered
infallible under certain circumstances. Cardinals are often bishops who are specially
designated to be part of an advisory council to the Pope. Archbishops and bishops are the
leaders of the Archdiocese or Diocese. Priests and deacons are people who provide
sacramental and spiritual leadership at all levels, including in the charging of a local
parish. Monsignor is an honorary tile that conferred on a priest by the Pope. Lay leaders
include religious brothers and sisters who are non-ordained leaders. They have taken
vows of chastity, poverty, and obedience according to the constitution of religious life.
According to the constitution of consecrated life, there are two types of leaders in
men’s and women’s religious communities. A general superior oversees the community
as a whole and a local superior supervises a group of a small number of members in each
house in different locations. A general superior has the most authority to make decisions
for the community. A local superior has responsibility only in his or her local house.
However, because the Roman Catholic Church is universal, the constitution of
consecrated life is applied for every community regardless of the country. Even though
they are leaders of their communities, general superiors have to obey the local bishop if
they are diocesan communities. They have to follow the Pope’s direction if they are
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affiliated with the Pope. A motivating aspect of trust for present study could be the
structure and a different way of ranking in leadership within religious communities in the
Roman Catholic Church.
As discussed in the research review of the present study, cultures in the United
States and Vietnam represent different ways of thinking of leadership, based on cultural
values, traditions, and perspectives. Broadly speaking, socio-cultural research studies
have suggested that Western cultures, such as those in the United States, tend to
encourage individualist thinking and behavior. Autonomy is encouraged, as well as
questioning of traditional norms. In contrast, Southeast cultures, such as those
exemplified in Vietnam, have been posited to promote collectivist thinking. The
emphasis is on compliance to senior authority and traditional practices. Investigating the
notion of trust in the two contrasting cultures presents an interesting avenue of research.
Traditionally, gender inequality exists in the Roman Catholic Church in many
cases. The Church is more or less influenced by the history of humanity, in which
masculinity has become a primary enterprise that dominates females. It has been
observed that religious women haven’t held any high positions in the Vatican, the
headquarter of the Roman Catholic Church. However, the situation has changed now in
Western culture, such as the United States, in comparison to Eastern cultures such as
Vietnam. For example, in the United States, religious sisters can work in higher
educational institutions, seminaries, or work for the archdiocese as a delegate while
receiving a salary. They can also work in hospitals as a chaplain or pastoral minister.
On the other hand, religious sisters in Vietnam are limited to work as American
sisters in the U.S. Even though they have a high educational degree, they are not invited
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to teach in the seminaries or hold a high position in the Church. They really depend on
and are subject to the priests and bishops when they do the mission of the Church. The
sisters in religious communities work long hours cooking, cleaning, and serving the
clergy and officials who run the Church without receiving a salary. This issue was
mentioned at a conference in Rome on International Women’s Day in 2018 (Sherwood,
2018). Perhaps, the Vietnamese culture has been influenced by Confucianism, in which a
man is valued and recognized as the main person to protect the family by a society. The
man is also encouraged to teach himself a spirit of faith and decision. Therefore, the
structure of the Roman Catholic Church has flowed within this society. Exploring the
relationship between trust in leadership and gender in the U.S and Vietnam will be a
significant point for the researcher.
The relationship between trust in leadership and position is an exciting
investigation for the present study. Indeed, Vietnamese culture has a high-power distance,
which refers to the culture in which people accept a hierarchical order in society and it
has a low score on individualism. In fact, Vietnam is a collectivistic society. Therefore,
power distance has influenced the way members in communities to trust each other. In
the cultures with high power distance, children have high respect and regard for their
parents. They obey seniors within the family setting and the concentration in command of
seniors in organizational settings (Hoftede, 1980; Smith & Tayed, 1988). As mentioned
above, the Vietnamese’s cultural tradition of high-power distance has been influenced by
Confucian values. Indeed, Confucianism tends to view that social stability is based on
unequal relationship. According to Mente (1994), Confucianism emphasizes hierarchy
that one should be aware of one’s position in the social system. According to Casimir,
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Waldman, Bartram, & Yang (2006), those who live in high-power distance cultures tend
to accept autocratic leadership practice compared to people from lower power distance
cultures. However, this acceptance might not transfer into trust in a leader, according to
Doney, Cannon, & Mullen, 1998). The researchers added that the use of power and
coercion practice makes it difficult for followers to share and develop a higher level of
trust in their leaders.
In contrast with Vietnam, studies generally find that the United States has one of
the most individualistic cultures in the world (Varenne, De Ruijter, Durbin, Gardner,
Keesing, Moffatt, & Singer, 1984). Indeed, the United States people emphasize
themselves and their families that are directed to them (Segrest, Romero, DomkeDamonte, 2003). American people tend to prioritize themselves over a group as well as
value independence and individuality. It is not surprising that American people tend to
prefer managerial practices, including egalitarianism and consolation. The study of
Saenz, M. G., McGregor, T., & Nguyen indicated that American culture has a high score
in individualism. It accepts the gap between the wealthy, middle class, and lower class.
Having a low power distance culture would form Americans to have a higher level of
trust among themselves. The researcher may have thought that religious brothers and
sisters living in two different cultures in this present study might be affected by their own
cultures. Therefore, exanimating trust in a relationship between leaders and followers in
these two countries is considerable.
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Theoretical Framework/Conceptual Framework
Theoretical Framework
This research was guided by Leader-member-exchange (LMX), and Social
Identity theory.
Leader-Member-Exchange (LMX)
Leader-member-exchange (LMX) was first described in 1972 by George B. Graen
and Mary Uhl-Bien. Since that time multiple studies have been conducted, examining
many aspects in an organization (Dienesch & Liden, 1986; Graen & Scandura, 1987;
Graen & Uhl-Bien, 1995). The fundamental LMX theory focuses on the relationship
between leaders and members (Graen & Uhl-Bien, 1995). LMX theory describes how
leaders develop different types of exchange relationships with their followers. The quality
of this relationship has a significant impact on the outcomes of this leader and member
exchange. In other words, the relationship between leaders and followers only occurs
when both parties can develop a productive relationship resulting in mutual influence
(Babič, 2014). In LMX theory, according to Babič (2014), “trust is described as a leaders’
authentic behavior, a leaders’ trustworthy behavior and how it is implemented in daily
actions are key components of LMX exchange” (p.62). This aspect of the LMX theory
can contribute to the current study, which sought to identify the impact that trust has on
the relationship between leaders and followers in the setting of the religious community.
Social Identity Theory
Social Identity Theory, according to Tajfel and Turner (1979), offers feasibly the
most widely accepted psychological, social psychology theory of group behavior. This
theory has been supported by many scholars who conducted the studies in Western
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countries (Abrams & Hogg 2001; Hogg 2001; 2003.) It has been implicated in other
cultural contexts, including Eastern societies (Brown et al. 1992; Feather 1994; Hinkle
and Brown 1990; Jackson and Smith 1999; Jetten, Postmes, and McAuliffe 2002;
McAuliffe et al. forthcoming; Morales, Lopez-Saez, and Vega 1999; Sedikides and
Gaertner 2001). Social Identity Theory describes that group behaviors originate from
“cognitive representations of the self in terms of membership in a shared social category,
in which, in effect, there is no psychological separation between self and the group as a
whole” (Yuki, 2003, p.166). It underscored intergroup comparison and depersonalized
representation of the collective self (Tajfel and Turner 1979; Turner et al. 1987). Social
Identity theory focuses on how individuals identify themselves based on group
memberships (Hogg & Williams, 2000). This current study focused on two cultures
Vietnam (Asia) and U.S (Western). A part of Social Identity Theory was a guide for
exploring how cultural differences affect the way leaders and followers trust each other.
Conceptual Framework
The conceptual framework identified how Independent Variables, including
Cultures, Education, Position, and Gender, influence the way leaders and followers trust
each other. The framework was based on the theory of Leadership-Member Exchange
and was indicated in Figure 1. This conceptual framework consisted of three Dependent
Variables: Behavior Trust, Competence (of Trust ), and Openness (of Trust).
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Figure 1
Conceptual Framework of the Dimensions of the Leadership-Member Exchange Theory

Significance of the Study
The study's findings redounded to the benefit of society, considering that trust
plays an essential role in fostering a strong relationship between leaders and followers in
religious communities and other organizations. Moreover, in the recent years, the Roman
Catholic Church has faced terrible religious and clerical scandals concerning the sexual
abuse of children (CITE). This problem has become a serious issue that every religious
community must be aware of and strive to prevent. This issue more or less contributes to
the fluctuation and inconsistent nature of trust between leaders and followers in religious
communities. For that reason, the present study might present religious organizations
with different aspects of trust, so their members can ensure that honesty is a constant
factor in the midst of religious crisis.

9

The study displayed an additional impact of trust, namely, competence willingness to rely on another's work-related skills, abilities, and knowledge- on the
leader-follower relationship. Thus, it was hoped that the results of this study will help
leaders and followers to become more aware of the impact of this effect in order to
achieve a better relationship among them. In the influential model of trust, Mayer and
other editors (year) recommended that the critical determinants of trust in the leader
consist of the perceptions of the leader's trustworthiness, in the form of competence,
benevolence, and integrity. The degree of the extent to which the leader is trusted
depends on the extent to which a leader effectively influences others, performs their role
(competence), shows genuine concern (benevolence), and acts congruent with their words
(integrity).
This particular area of this study would be particularly useful for those who live in
international religious communities. Indeed, living in harmony with one another is a
significant challenge for every member. Therefore, one has to learn how to understand
their different ways of thinking, their prayers, celebrations, and their sentiments. This
requires one to be careful and aware while talking to or studying with others.
The present study might suggest some strategies and skills for people who live in
intercultural community settings. Open to learning something new is a skill that is needed
for cross-cultural living. When one has an open attitude to meet and discover other people
and their cultures, one quickly learns something new and develops a trust in others. The
fact is that openness is a matter of seeing, listening, and looking, so it helps us to understand
the feelings of people and appreciate others’ thoughts. Accepting the differences of others
who come from different backgrounds helps one to understand their behaviors and prevents
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one from making a judgment. Indeed, respect is key to living in an intercultural community
without mentioning respect. When one respects others, one does not use the attitude of
ethnocentrism to look down on other cultures. Instead, one would value their cultures
because every culture has its profound values. Understanding this enables one to be
friendly with others, and in return, one will have a good relationship with them, and they
can build trust among them. Building trust also takes patience. When people trust each
other, they will live in harmony.
This study is also significant in that the investigator may cause others to rethink
training programs to prepare those who will be future leaders and followers in any
organization. For researchers, this study may help them discover critical areas in a religious
community setting that many researchers were not able to explore.
Vincentian Mission in Education
St. John’s is a Catholic university founded in 1870, located in Queens, New York,
which has the most diverse population in the United States. St. John’s community
commits itself to create a climate patterned on the teaching faith of Jesus Christ and His
life as guidance in practicing the Roman Catholic faith. St. John’s is also a place where
people can engage in dialogue with those of other religious traditions. The current study
shares a similar mission with St. John’s in seeking effective ways for religious members
living in diverse environments in which they can live harmoniously with others. The area
of this study was also significant for leaders and followers in any other organizations
which have a diversity of people to be providing awareness of how to create a strong
relationship with others by building trust behaviors.
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Research Questions
The research questions that guided this study were:
Research Question 1
How does culture and position influence the way that leaders and followers trust
each other?
Research Question 2
To what extent does culture, gender, levels of education and position predict high
levels of trust?
Design and Methods
The approach to the current study was quantitative in the design of the nonexperimental type using a Two-Way between-subject ANOVA Analysis and a Multiple
Regression analysis to conduct this study. This purposely explored the impact of that
aspects of trust behaviors have on a relationship between leaders and followers in
religious communities in Vietnam and the USA.
Definition of Terms
Religious Communities/Institutes
Religious Communities/Institutes refer to religious orders or societies [including
men and women] that are usually based on a long history of monastic life. These religious
communities share a common life based on public vows, generally close physical
proximity, an anticipated lifelong commitment by members, an accepted status order
within the community, and the recognized power to exclude individuals from the group
(Religious Communities, 2019). Religious institutes include religious priests, religious
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brothers and religious sisters. For several male religious communities, they have both
priests and brothers. Some of men’s communities are only brothers or priests.
Leader - A general superior or local superior in a religious community. According
to Catholic dictionary, a superior is “[the] person who governs a religious community.
His or her powers are defined in the constitutions of the institute and in the common law
of the Church. All religious superiors have dominative power over their subjects, i.e.,
they have the right of authority over the acts of the persons in their community. In a
clerical exempt institute, superiors also have ecclesiastical jurisdiction” (Catholic
Dictionary).
Follower - All members in a religious community except a superior. They usually
work as a teacher, nurse, medical doctor or in a role in Catholic Charities as well as other
profession. However, within their communities, they play a role of a follower under the
direction of their superiors.
Trust - The willingness of a party to be vulnerable to the actions of another party
based on the expectation (Mayer et al, 1995, p.712). In this study trust includes two
dimensions, competence and honesty.
Competence - willingness to rely on leaders/followers’ work-related skills,
abilities, and knowledge
Honesty - willingness to disclose sensitive work or personal information to
leaders/followers
Culture - In the present study culture refers to the religious culture of two
countries, the U.S and Vietnam, where religious communities operate.
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Conclusion
Chapter one presented why this current study is significant by providing the
background and purpose of the study. It offered a brief theoretical framework and
essential terms that were used in the study. It also reviewed the research questions as well
as the design methodology. Additionally, the researcher produced the Vincentian mission
in education that related to this current study. Chapter two sought to cite key conclusions,
findings, and methodological issues of existing studies that connected to the gap in the
knowledge that the current study wanted to discover.
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CHAPTER 2: REVIEW OF RELATED RESEARCH
Introduction
This review of literature offers an overview of the literature on the relationship
between leaders and followers in organizations. Initially, this chapter discusses in detail
the nature of religious community and its structure, current context of religious
communities in Vietnam and current context of religious communities in the United
States. This chapter will also indicate the review of literature on the concept of behavioral
trust including the relation of competence and trust as well as openness and trust. Cultural
differences in trust in leaders will be additionally presented in the review. The
individualism and collectivism will be explained in detail. The chapter provides
discussions on the relationship between gender and trust as well as position and trust.
This will expand how trust affects leaders and followers trust in each other. The
conclusion of this chapter will explain how this present study relates to the existing
literature.
Behavioral Trust
The concept of trust appears in various fields, including social, psychological,
physical, economic, educational areas, and so forth. One of the most greatly cited
definitions of trust is found in Mayer et al. (1995). The researcher considered trust as "the
willingness of a party to be vulnerable to the actions of another party based on the
expectation" (p.172).
According to Mayer, trust is not seen as being present or absent, but changes in
time. In the perspective of interpersonal trust –trust between people- there are two parties
involved: a trustor who accepts the vulnerability and a trustee who is expected to perform
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in a certain way (Watson, 2005). In the social trust perspective, Walker et al. (2010) and
Avelino et al. (2014) distinguished social trust. The findings of their studies indicated that
"the trustee is an institution like, for example, the organization of a community energy
project. Depending on the type of institution, it is comparable to interpersonal trust."
Avelino et al., (2014); Goedkoop & Devine-Wright, (2016); Kalbrenner & Roosen
(2016), emphasized that "the more people trust a project and its people to be able to
deliver the energy, the higher the chances that people will support it and participate."
Trust from the psychological perspective is seen as a personal trait, while other
researchers consider trust as social aspects. Covey (2006), an educator, in his book The
Speech of Trust, describes that "Trust means confidence. The opposite of trust - distrust is suspicion. When you trust people, you have confidence in them - in their integrity and
their abilities. When you distrust people, you are suspicious of them - of their integrity,
their agenda, their capabilities, or their track record. It is that simple." Currently, Minneo
(2014) describes trust as the glue that binds the leaders to their followers and provides the
capacity for organizational and leadership success. He also confirms that trust allows
leaders and followers to excel even though it is not a temporary event, but success stems
from a series of built-up of happenings.
Trust is defined as "a psychological state comprising the positive expectation that
another party will perform particular actions that are important to oneself, coupled with a
willingness to accept vulnerability which may arise from the actions of that other party"
(Akker, 2009). Moorman et al. (1993), moreover, indicated that the presence of trust has
a remarkable function regarding belief and behavior intention. He explored a limitation of
trust in a case where people believe in the trustworthiness of others without being willing
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to count on or believe in it. Trust in philosophy is seen in a variety of forms, such as
unconsciousness, unwantedness, forcedness, or unawareness.
The concept of trust has to do with having confidence in an individual or
considering someone to have character (Craig, 2012). Craig also discusses the importance
of smart trust, which is much more than just trust. Smart trust has two components of
capability and a process of minimizing risk and maximizing possibilities. He suggests
that each organization can implicate and sustain a structure that requires leaders to share
their decision making to become capable in a smart trust. To do so, Craig suggested that
there are five different types of critical actions. The first essential action is the choice to
believe in trust. This concept helps leaders to enhance their natural propensity to trust
even though it is understood that it is not an easy task. The second smart trust action
starts with self. People cannot trust others if they do not trust themselves. Therefore,
asking a question: "Do I trust myself" is very important. Self-trust really affects our selfworth, the way others interact with us, and with others. The leaders should have a
willingness to improve their skills of working as well as those being led. Declare your
intent and assume positive intent in others is the third component of smart trust.
Covey (2012) identifies that by declaring your intent, you are telling others that
this is how you would act. In doing so, you will receive support from others and maintain
your confidence. It is a good practice to build trust from followers through leaders'
authenticity and consistency. The crucial fourth action of smart trust is to keep your
word. Action should be matched with our words. "Do what you say you are going to dogenerates trust faster than any other action." The final smart trust action is leading out
and extending trust to others. The leaders must be the ones who initiate the process by
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inspiring trust and extending it. As Warren Bennis (2002) said it best, leadership without
mutual trust is a contradiction in terms. Extending trust to employees is just the
beginning. Successful leaders and organizations must extend trust to their customers,
stakeholders, and the community." Overall, through all definitions of trust in various
aspects, trust is seen as a dynamic and personal connection among the people.
Trust within religious communities has been said that “images of God should
significantly affect trust of others” (Mencken, Bader & Embry, 2009, p.26). Mencken, et.,
all, moreover, find that whoever has the image of a loving God can create greater levels
of trust in all measures among highly religious communities. Members of religious
communities may find particularized trust via social ties with others. Wuthnow (1998)
clarified that once trust is derived from a common framework of values held by a group,
members within communities may then trust in each other with ease.
Nature of Religious Community/Congregation/Order and its Structure
According to the Code of Cannon Law of Vatican II, “A religious institute is a
society in which members, according to proper law, pronounce public vows, either
perpetual or temporary which are to be renewed, however, when the period of time has
elapsed, and lead a life of brothers or sisters in common” (Cann. 607.2). As a nature of a
consecrated life, the life of a religious manifests in the Church a wonderful marriage
brought about by God. Therefore, the religious brings to “perfection a total self-giving as
a sacrifice offered to God, through which his or her whole existence becomes a
continuous worship of God in charity” (Cann. 607.1). “A religious community must live
in a legitimately established house under the authority of a superior designated according
to the norm of law. Each house is to have at least an oratory in which the Eucharist is to
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be celebrated and reserved so that it is truly the center of the community.” (Cann. 608)
Each religious congregation/order has a general superior and many local superiors in
different small communities. According to religious constitutions, each local community
has at least more than three members.
Current context of Religious Communities in Vietnam
According to the Vietnam Bishop’s Conference (2015), the number of vocations,
who joined in religious life, including religious sisters, brothers, or candidates for the
priesthood, is still abundant. Twenty-five years ago, statistics in 1995 showed that the
Catholic Church in Vietnam had 25 dioceses: four point five million believers out of 73
million people, accounting for 6.5% of the national population. Ten thousand three
hundred forty-five religious brothers and sisters consisted of 8,822 women and 1,523
men. By 2008, the number of religious increased by 50%. There were 15,752, including
13,838 women and 1,914 men. Ten years later (2018), there were 4,000 priests, and the
number of religious increased significantly, including 22,000 men and women religious
belonging to more than 240 religious orders. The number jumped only one year later
(2019) to 307 religious units with 33,087 religious, including 28,099 women and 4,988
men. Therefore, from 1995 to 2019, the number of religious more than tripled: from
10,345 (1995) to 33,087 (2019). According to the 2019 official census, Catholicism is the
largest religion in Vietnam. This statistic implies the success of those vocations of
religious brothers, sisters, and priests. Therefore, leaders in religious communities work
with younger followers in religious structures. Young religious members are more
educated now. Most of them are required to obtain a college degree. Some go to study
abroad and get higher education in different fields. This fact may be a significant factor

19

that can affect the way leaders and followers trust each other. The current study may find
similar results of this fact.
Current Context of Religious Communities in the United States
According to the reports on vocations and religious life of the Center for Applied
Research in the Apostolate (CARA, 2021), the number of religious institutes rapidly
decreased between 1970 to 2020 (Table 1). The chart below indicates a decrease of
religious members in all religious community settings.
Table 1
Religious Communities Statistics Between 1970 to 2020
Religious
Priests
Religious
Brothers
Religious
Sisters

1975

1980

1985

1990

1995

2000

2005

2010

2015

2020

22,904

22,771

22,265

18,010

16,705

15,092

13,305

12,811

11,710

10,308

8,625

7,941

7,544

6,721

6,535

5,662

5,451

4,690

4,200

3,801

135,225

126,517

115,386

102,504

90,809

79,814

68,634

57,544

48,546

41,357

One aspect of community life that has changed is the place where the sisters live.
Before, they lived together with their own religious sisters in different local convents
because they had many sisters working and teaching in Catholic schools. Now most of
them are getting older and don’t work. They live with different sisters who are from
diverse congregations. Some of them settle in the mother house in order to obtain health
assistance. Therefore, today it is a challenge for the leaders (in religious orders and
Catholic Church) in their roles because they have to deal with different circumstances
and changes that have occurred in religious life. This reality can be a matter for leaders
and followers to build trust and relationship. The present research explored a comparable
finding in accordance with this reality.
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Competence and Trust
Leadership competency is an essential factor in building trust in an organization.
One way trust forms is through the experience of communication among individuals. The
study of Sutherland & Yoshida (2015), which included 1,138 international schoolteachers
in the East Asian Regional Council of Schools, was conducted to test the relationship
between communication competence skills and trust in principals/leaders regarding
teacher perceptions of the communication competence and trustworthiness. This study
found that there was a significant relationship between the three communication
competence factors and trust, and the strongest predictor of trust was the attentivenesscoordination factor. This finding can contribute to the discussion of the current study in
discovering how leadership competence influences a high level of trust among leaders
and followers.
Additionally, Scandura and Pellegrini's (2008) study examined the effect of
different trust dimensions on Leader-Member Exchange (LMX) relationships.
Participants of the study included 228 full-time employees’ professionals in an Executive
MBA program at a large Southeastern university. These participants were voluntary and
anonymous. Half of them were females (53%). Thirty percent of the participants worked
in the service sector, 22% followed in manufacturing, 15% in health care, and 6% in
education. Their average age was 31 years, with an average tenure in their current
organization of 3.0 years.
The researchers distributed self-administered surveys during the last week of
classes to participants and asked them to return these surveys by email or in-person
within a week. The researchers distributed 242 questionnaires and received 228
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participants’ responses, rating 95% over four semesters. The Calculus-Based Trust (CBT)
scale comprised of five items with a Cronbach’s alpha of .88. The Identification-Based
Trust (IBT) scale consisted of six items with a Cronbach’s alpha of .91. The authors used
the seven-item scale LMX instrument of Scandura and Graen (1984) to measure the
effect of different trust dimensions on Leader-Member Exchange (LMX) relationships.
The scale was a 4-point response format with higher scores representing higher exchange
quality. For measuring Trust, the authors used the survey of Lewicki, Bunker, and
Stevenson (1997) with an 11-item scale. The survey items had a 5-point response format
with one = strongly disagree to 5 = strongly agree as anchors.
Scandura and Pellegrini's (2008) used a hierarchical regression analysis to explore
the association between Calculus-Based Trust (CBT) and LMX. The findings showed the
significance of the cubic term with LMX (R2 = .09, p < .05). Accordingly, in contrast to
the hypothesized U-shaped association, the results suggested a third-order polynomial
relationship. The results also found the positive significance of the linear term with LMX
(R2 = .08, p < .001). Nevertheless, neither the squared (R2 = .07, p > .05) nor the cubic
(R2 = .07, p > .05) terms were statistically significant. Hence, the study suggested that
there was a linear relationship between IBT and LMX. The results of the study showed
that high-LMX relationships might also involve economic transactions. Additionally, the
study suggested that LMX relationships may not be as stable as indicated by prior
research and, therefore, effective managers need to not only gain the trust of their
subordinates but also learn to sustain their trust. The authors strongly suggested that "to
ensure that high-LMX relationships are successfully sustained, organizations should
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inform their managers of the potential negative results of increased obligations and stress
in high-LMX relationships" (Harris & Kacmar, 2006, p.107).
The study of Harris & Kacmar (2006) looked at the effect of different trust
dimensions on Leader-Member Exchange (LMX) relationships. They found that LMX
quality had a position relation in identification based on Trust and calculus-based Trust.
This relation includes calculative exchanges. The authors also saw that the results showed
the support for a nonlinear association between calculus-based Trust and LMX in a
university setting. Similarly, LMX theory is used as the Theoretical Framework of the
current study to construct the effect of behavioral trust, including competence, openness,
or honesty on the relationship between leaders and followers in religious communities. If
this study found the positive relationship between leaders and followers based on
Calculus-Based Trust, the current may discover relevant results.
Openness and Trust
Schein (2010) highlighted the meaning of openness in sharing task-relevant
information. It refers to the level of transparency. Indeed, openness enables team leaders
and team members to grow in sharing their understanding and improving the relationship
among them. Additionally, openness lessens conflicts and mistrust when the works are
performed (Turner and Muller 2004). The concept of openness or honesty has a strong
relation to trust in organizational leaderships according to Johnson, Shelton & Yates
(2012). They added in business environments when employees believe that leaders are
open to share information and are sincere usually tend to put their trust in the
organization as a whole.
Cultural Differences in Trust in Leaders
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Many researchers found the importance of trust as a mediator in the relationship
between leaders, followers, and their performance. However, many potential factors
affect the relationship between leaders and followers in various contexts. Culture is one
of the many factors pertaining to how leaders trust in their followers and vice versa.
Individualism vs Collectivism
According to Ting-Toomey (2018), culture often matters in life because it serves
the identity meaning function for each person to know who he or she is. For example, in
the context of middle-class U.S. culture, a person who can realize his or her dream is
considered as a successful individual. Triandis (2018) provided a general definition of
collectivism and individualism, stating:
Collectivism may be initially defined as a social pattern consisting of closely
linked individuals who see themselves as parts of one or more collectives (family, coworkers, tribe, nation). The individuals are primarily motivated by the norms of, and
duties imposed by, those collectives; and are willing to give priority to the goals of these
collectives over their personal goals and emphasize their connectedness to members of
these collectives.
A preliminary definition of individualism is a social pattern that consists of
loosely linked individuals who view themselves as independent of collectives; are
primarily motivated by their preferences, needs, rights, and the contracts they have
established with others; give priority to their personal goals over the goals of others, and
emphasize rational analyses of the advantages and disadvantages of associating with
others.
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In the individual system, each person is formed to be freely responsible for his or
her growth. However, in the collective culture such as Asians, people stress the
importance of the community; their responsibility and happiness frequently depend on
the greater good of the group. In the system of collective cultures, followers are
unconditionally loyal and obedient to their leaders (Li, Guo & Long, 2015). In the study
of the effects of differentiated empowering leadership on followers’ trust in leaders and
work outcomes, the authors indicated that in China, “followers’ trust in leaders mediated
the effect of differentiated empowering leadership and Chinese traditionality on
followers’ in-role performance, extra-role performance, and counterproductive work
behaviors toward the organization” (Li, Guo & Long, 2015, p81). Traditionally, in
Chinese society, including Taiwan, Hong Kong, and mainland China, the sons tend to
trust and subject to their fathers. Leaders are treated as fathers, and followers are
considered as sons who have tended to trust in their fathers naturally. Hence, followers in
Chinese tradition highly accept the powering leadership and trust in their leaders without
asking any questions.
Several characteristics differentiate pure individual culture from pure collective
culture regarding trust. Usually, collectivists belong to small and stable groups that play
an essential role in people's lives. However, individualists belong to many groups that do
not influence much of their lives (Triandis, 2018). Additionally, individualists potentially
are inclined to be more uniform in their treatment of in-group and out-group, while
collectivists tend to focus on the connection to the in-group members. For example,
Chinese people are tied in a group that consists of parents, siblings, and other relatives.
Therefore, they have less concern for those who do not belong to their group.
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Collectivists often are concerned about the harmony and hierarchy in-group (often the
goals of the groups take over personal goals), whereas individualists tend to emphasize
personal goals. These findings showed the reality that Chinese people are not fostered to
trust in anyone who is not their family member. Triandis (2018) also discovered that the
people in the individualistic culture incline to define their group based on similar beliefs,
attitudes, values, and occupations. However, people in collective cultures identify
themselves in tradition. As a result, Triandis (2018) concluded that the trust of followers
in leaders might have limitations with collectivists compared to individualists. Indeed,
leaders in collective cultures likely have more trust from their group members, especially
when it comes to relational trust.
Regarding trust in any organization, Mach and Baruch (2015), suggested that
collectivists tend to be more trusting in general. The study, in particular, discovered that
there was a positive relationship between collectivistic orientation and team trust. It was
explained that when the members in collectivistic oriented culture were high, the
relationship with trust was positive. This concluded that ethnocultural differences could
reduce trust between individuals (Koopmans & Veit, 2014).
The study of Lawal & Oguntuashe (2012) was conducted to examine the degree
of rating the quality of leadership offered by superiors in the organization at work. It also
attempted to see what extent-oriented culture might influence cognitive trust and
affective trust of the superiors. The findings found that cognitive trust and affective trust
played a vital role in an organization in which followers and leaders can build a
relationship. However, culture affects the way followers trust in their leaders.
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Cultural differences often impact the relationship between leaders and followers.
Moreover, cross-culture differences in values and leadership implication theories may
affect relative levels of trust in leaders. The article in the study of Casimir, Waldman,
Bartram, & Yang (2006) indicated the impact of cultural elements on trust in leadership
performance relationships between leaders and followers in the context of China and
Australia. The study emphasizes the need to consider the cultural context in
understanding leadership style and leaders' performance. The author found that in a
Western context, trust should mediate the relationship between transactional leadership
and follower performance. Overall, theories of the development of trust in leaderfollower relationships are enhanced through time.
A study by Truong, Hallinger, and Sanga (2017) examined how the decisionmaking practices of Vietnamese school principals respond to their socio-cultural context.
The authors applied several criteria in selecting the cases including: school location, type
of school, principal's experience, and principal's gender. The participants of the study
consisted of three schools, which represented different educational levels: a college, high
school, and secondary school (middle school). These schools were located in the central
region of Vietnam as the following: school A in a state-run teacher training college,
school B in a high school serving students between 16 and 18 years of age, and school C
in a secondary school serving students between 12 and 15 years of age.
The qualitative methods were used to provide the depth of description needed to
illuminate how patterns of leadership practice emerge in this cultural context. The authors
selected a multi-site case study research design, which was suitable for the study's goal of
describing patterns of principal's decision making in the Vietnamese cultural context. The
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case study methods included copious information about a particular situation and allowed
the researcher to illuminate nuances, and patterns of the research context. Case studies
provided illustrative examples of how people enact their roles in real situations and offer
a depth of description that is impossible to achieve in survey research. A multi-site case
study research design provided an opportunity to highlight similarities and contradictions
among cases.
The authors employed multiple methods of data collection, such as interviews,
observations, questionnaires, and document analysis. However, the study employed two
kinds of triangulation. The first was 'data triangulation' in which data was collected from
multiple informant groups at each case site, including principals, vice-principals, and
teachers. The second was 'method triangulation' in which information was gathered
through four different methods. Overall, these methods offered multiple avenues for
validating the perceptions of different individuals.
The study also used semi-structured interviews with open-ended questions (Smith
and Osborn, 2003). The researchers were thereby able to probe relevant issues that arose
spontaneously in the course of the dialogue (Berg, 2004; Herriott and Firestone, 1983;
Patton, 2002; Smith and Osborn, 2003). The authors used semi-structured interviews with
principals, vice-principals, and teachers at each school to construct the study. The
researchers recorded all interviews with the permission of the participants and
subsequently translated from Vietnamese into English. The authors loaded a complete
database into Nvivo 8 for a school. They coded them under four different primary nodes,
which are 'exercising power,' 'building relationships,' 'decision making,' and 'conflict
managing and solving.' Within each central node, the researchers created sub-nodes to
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emphasize the themes and categories that emerged from each data source. The authors
analyzed each case study separately to preserve its distinctiveness and holistic entity
before a cross-case comparison.
Berg, 2004; Herriott and Firestone, 1983; Patton, 2002; Smith and Osborn, (2003)
constructed the cross-case synthesis after summarizing the case study for each of the
three schools. The purpose of using the cross-case synthesis was to thematically compare
cases by identifying both commonality and dissimilarity. Even though the results
indicated illustrative examples from the individual cases, space limitations meant that the
study was emphasized cross-case synthesis. The study found that the decision making in
these Vietnamese schools strongly depended on the authority of school principals while
teachers had a limited role. The study also exposed that the fundamental duty of school
leaders often complies with and implements the directives of the Party.
Similarly, the study also suggested that teachers had to strictly execute the Party's
general policies and instructions as well as decisions of the School Party Committee. The
findings found that there was a conspiracy with the predominant trend honoring
hierarchical relations, and leaders supported the maintenance of 'autocracy' in the
decision-making process. In terms of consistency with the cultural orientation of
collectivism, the principals also explained the importance of seeking teachers'
participation in making decisions. They admitted that it was an excellent way to
encourage teachers to share responsibility with the school leaders. It would enhance
harmony among leaders and teachers.
The researcher of this current study takes a look at how culture affects the way
leaders and followers trust in each other. This study provided the current researcher with
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some evidence of what elements affect the relationship between teachers/followers and
principals/leaders in decision-making. In the schools studied, leaders were considered as
authoritative decision-makers, and all members respectfully obeyed their decision
making. These results explained the impact that the collectivist dimension of Vietnamese
culture has on the mentality of school leaders and followers. Therefore, this study is
beneficial to the current research in the sense of contributing to the literature review in
cultural aspects.
Gender and Trust
Many researchers indicated that men and women are different in their
interdependent orientation. It means that women have the potential to have more
relationally to outgroup members, while men have more collective interdependence
(Gabriel & Gardner, 1999). One of the many studies about this topic is Maddux &
Brewer (2005)’s. They investigated the gender differences in the relational and collective
bases for trust. The results from an online allocator/dictator trust game showed that men
had the highest trust for group members in comparison to outgroup members. This study
also suggested that Eastern Asian and Western women may vary qualitatively in the way
they are interdependent. They admitted that both men and women in Eastern Asians are
“sensitive to cross-group relationships as a basis for trusting a stranger. They are not sure
whether or not this trust may reflect very different expectations. The current study will
explore how gender affects the way leaders and followers trust one another. Therefore,
this review of the literature is supportive of discussing the results of this current study.
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Positions and Trust
Leaders Trust in Followers
It is evident that a relationship between leaders and followers has two
components: followers trust in leaders and the leaders trust in their followers. There were
several studies on the topic of transformational leadership where followers could find the
influences of leaders on their work performance and their lives. However, not many
researchers focus on the trust leaders have with their followers. Indeed, without an
understanding of followership, conducting a study on leadership is deficient (Uhl-Bien et
al., 2014). A few studies found similar results with the impact of followers’ trust in
leaders of their relationship. Some researchers strongly emphasized that followers need to
influence their leaders’ behavior due to their sources of values and academics (Zhou et
al., 20012). Therefore, building trust with leaders is significant for followers. Moreover,
it is remarkable for followers to see the significance of predicting effective ways of how
to inspire leaders' trust in them.
Jones and Shah (2016) admitted, “personal characteristics of followers/trustees
and leaders/ trustors have a straight impact on trust in a dyadic rampart.” Comparable
with Jones and Shah's (2016)'s findings, Kim and Park (2019) explored that the
characteristics of a specific group of followers play an essential role in the development
of dyadic trust. Indeed, trust has been identified as one of the most critical factors of the
high-quality relationship between these two groups.
Trust also is considered as the main path by which followers can influence their
leaders’ behaviors (Shahzadi, John & Mehnaz, 2017). The results of the study on the
topic: Followership Behavior and Leaders’ Trust: Do Political Skills Matter, suggested
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that from the leaders’ perspective, proactive followers are more trustworthy. As
(Shahzadi, John & Mehnaz, 2017) mentioned in the study: "Proactive followership
behavior of politically skilled followers like taking other initiatives, role innovation,
constructive voice behavior or other extra-role behavior may seem like support to achieve
the ambitious objective and provide emotional support to the leader. Their proactive
behavior seems more genuine and trustworthy." Thus, it is true that in regards to
followers' behaviors, positive perception tends to affect the strength of the relationship
and further contribution to an increased trust in leaders. The study provided a significant
implication for any organization and fellow researchers who want to further develop the
study on the effects of followers' characteristics on their behavior regarding trust and
their leaders' perception. This study also had a significant contribution to practitioners
who are concerned about trust-building and conducting a study regarding leaders' trust
(Shahzadi, John & Mehnaz, 2017).
The study of Li, Huo, and Long (2017) also found similar results. This research
aims to scrutinize the extent to which differentiated empowering leadership affects the
follower’s trust in leaders and their work outcomes. The data was collected from 372
followers in 97 teams in 11 Chinese firms across a wide range of industries. They consist
of mobile communication services, motorcycle manufacturing, road and bridge
construction, communication manufacturing, education services, and security services.
Participants were voluntary and anonymous. The researchers collected the data by
sending out the request to the executive manager of each firm. They asked the human
resources manager to help them randomly chose work teams completing the survey over
a short period. The members of the groups met in a large room to answer the survey
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questions. The followers were evaluated by team leaders in 3 aspects: in-role
performance, extra-role performance, and counterproductive work behaviors toward the
organization (CWBO). The researchers coded each questionnaire numerically and made
sure surveys completed by leaders could be matched to those achieved by their followers.
The survey questions were originally in English. However, the researchers used
Brislin’s (1980) back-translation procedure to create the Chinese version. All items used
7-point Likert scales (1 = strongly disagree, 7 = strongly agree). Empowering leadership
was measured with 12 items developed by Ahearne (2005). This instrument has been
used in studies in China (Zhang and Bartol 2010) and had a high level of Cronbach’s
alpha (α =0.96). An adapted version of Dirks’s (2000) scale was used to measure trust in
leaders with α = 0.95. Farh et al. (2007) 5-item short scale was used to measure Chinese
Traditionality. Followers’ Chinese traditionality. This scale had 5-items which have been
successfully used for organizational behavior studies in mainland China (Chen and Aryee
2007; Farh et al. 2007; Hui et al. 2004), Hong Kong (Pillutla et al. 2007), and Taiwan
(Farh et al. 1997; Spreitzer et al. 2005) with α = 0.79. Eisenberger et al.’s (2010) 5-item
scale was used to measure in-role performance (Cronbach’s alpha was 0.71), and team
leaders assessed followers’ extra-role performance (α = 0.94). A 6-item scale from Dalal
et al. (2009) was adapted to use in measuring Followers’ CWBO (α =0.92).
The findings indicated that the interaction between differentiated empowering
leadership and Chinese traditionality on trust in leaders was significant with y = 0.14, p <
0.05. Using Aiken and West’s (1991) method to conduct the study, the researchers
suggest that the relationship between differentiated empowering leadership and
followers’ trust in leader was not significant when Chinese traditionality was high.

33

However, it was significantly negative (y = – 0.17, p < 0.01) when Chinese traditionality
was low. The results of the study provided the information which indicated the mediating
role of followers’ trust in the leader in the relationship between the interaction effect and
followers’ work outcomes.
This area of examination relates to the current study because the researcher wants
to advance how trust impacts on the relationship between leaders and followers. She can
also use sources that researchers mentioned in the study to contribute to the review of the
literature on the topic of trust. Indeed, this study makes some contributions to the
literature review on trust and leadership. The first contribution is to explore the influence
of differentiated empowering leadership on follower’s trust in leaders and on their work
outcomes. This examination provides a more comprehensive understanding of the
relationship between leaders and followers. This current study will be on two cultures:
The U.S and Vietnam. This study was investigated in China, which shares a similar
culture with Vietnamese culture. Therefore, the second contribution of this study might
connect to the current study in taking Chinese culture to represent the Asian culture
where the Vietnamese culture is a part of the whole.
Trust in Leader-Follower Relationships
Trust has often played a crucial role in mediating the relationship between leaders
and followers in every organization. Trust development between leaders and followers
was discussed and studied in the years of 1970s. Back then, theories of transformational
leadership offered a thorough knowledge of the nature of effective leadership. Several
behavioral theories of leadership effectiveness were born and have been used until today.
Samples of these theories include the Normative Decision theory of Vroom & Yetton
(1973), Path-goal theory of House & Mitchell (1974), and LMX theory (Leadership
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Member Exchange theory) of Graen & Cashman (1975). In the late 1980s, theories of
transformational leadership were dominant and presented by several well-known theorists
such as Bass (1985, 1996), Bennis and Nanus (1985), Burns (1978), Sashkin (1988), and
Tichy and Devanna (1986, 1990).
In 1978-1991, Gabarro conducted the study of trust development in a relationship
between leaders and followers; notably, he discovered how managers improve an
excellent working relationship with subordinates. He found out two core foundations for
the leader-follower trust relationship. Competence is the first foundation of the leaderfollower trust, an ability to do a job along with personal skills and wisdom to achieve a
goal (Lines & Selart, 2013). For Mayer et al. (1995), the second foundation for the
leader-follower trust relationship is a character that includes two constructs -benevolence
and integrity. Integrity is defined as the trustee's loyalty to create the values, norms, and
principles being acceptable to the trustor. Benevolence focuses on the degree to which
"the trustee is perceived to want to do good to the trustor, aside from an egocentric profit
motive" (Bligh, 2017).
The significant role of trust in transformational leadership has been identified in
many studies. The transformational leadership by the model of Bass (1999) discussed
how followers' trust influences the leadership style of their leaders. Some others also
found that the followers' trust has influenced the relationship between transformational
leadership and performance. Moreover, this was considered as a critical element for the
successful living among leaders and followers. Indeed, when trust occurs in the
relationship between them, they can create openness and acceptance, which allows them
to share their thoughts and life experiences with others; and at the same time, they can
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give each other encouragement and can accept different cultures. Many other researchers
explored the importance of trust as mediation in a relationship between leaders and
followers in the workplace, including school, business, and government settings as well.
Moreover, the study of Chen, Eberly, Chiang, Farh, and Cheng (2014) confirmed
the mediating role of sufficient trust in the relationship between paternalistic leadership
and employee in-role and extra-role performance in the Chinese organizational context.
The data collection was from 601 supervisor-subordinate dyads of 27 companies in
Taiwanese conglomerate. These companies represented a variety of industries consisting
of manufacturing, construction, finance, media, and service. The participants were
executive students who earned a master's degree in the business administration program
at a university in Taiwan. The participants worked for the Taiwanese conglomerate. Each
of them was asked to give out 10 to 20 packages in the companies where they worked.
Each bag included a supervisor survey and two subordinate surveys. The conductors
expected to return the completed questionnaires by mail. Fifty-one percent of the sampled
subordinates were male, and 44.5% of the subordinates were female. In the supervisor
sample, 75.3% were male, and 24.7% were female. In the supervisor sample, 75.3% were
male, and 24.7% were female. There were more supervisors in the sample that was senior
in age and job tenure and had received more education compared to the subordinate
sample.
The paternalistic leadership scale and the extra-role performance scale were
initially written in the Chinese Language. The trust scale and in-role performance scale
were translated into English using back-translated. All scales were gauged using a 6-point
Likert-type scale (1 = strongly disagree; 6 = strongly agree). The paternalistic leadership
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measure has been developed through a series of qualitative and quantitative studies,
including establishing the construct domains. They observed and interviewed Chinese
business leaders and developed the scale based on the examination of Cheng, 1995; Farh
& Cheng (2000). This study had a 42-item scale that had three subscales corresponding to
the three dimensions of paternalistic leadership. McAllister’s (1995) affect-based trust
scale was used to evaluate effective trust in the leader. The reliability coefficient
(Cronbach’s alpha) for this scale was .82. A four-item scale (Chen, Tsui, and Farh, 2002)
was used to see to what extent the superiors rate the in-role performance of their
subordinates. Farh, Earley, and Lin’s (1997) organizational citizenship behavior (OCB)
construct and scale were adopted to explore how Supervisors rated their subordinates’
extra-role performance. The reliability coefficients for the two types of OCB were .89
and .89, respectively.
The results of the study showed the mediating effects of affective trust in the
relationship between leader benevolence and subordinate in-role performance and OCBetic and leader morality and subordinate in-role performance and OCB-etic. However, the
results found out that affective trust does not play a mediating role in the relation of
authoritarianism and employee performance. Additionally, the study explored that the
three dimensions of paternalistic leadership are related to employee performance. In
detail, the results indicated that benevolence and morality had positive relationships with
in-role and extra-role performance. However, authoritarianism had a negative
relationship with extra-role performance. The current study will examine trust as an
influence on the relationship between leaders and followers. If research shows that
effective trust has a powerful impact on the relationship between leader benevolence and
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subordinate in-role performance and leader morality and subordinate in-role performance,
then it perhaps can bring a significant contribution to this current study.
The study of Lee, Gillespie, Mann, and Wearing (2010) also contributes to the
theme of the fundamental Role of Trust in Leader-Follower Relationships. The study
purposely advanced understanding of how leadership role of knowledge builder and
aspects of trust, including reliance and disclosure, in the leader and the team fosters team
knowledge sharing and team performance. The participants of the study included 34
engineering project teams (n=166 team members, 30 team leaders) and 18 managers in a
large automotive organization in Australia. This team had the responsibility for
developing specific vehicle components such as the engine, body structure, and door. The
teams’ tasks were complex, highly interdependent, and non-routine. Team members were
required to interact frequently to share explicit knowledge. Almost all participants were
male with only seven females; ages ranged from 20-65 years old. Most of them had
completed post-secondary education.
The researchers distributed to a survey to each team member and an envelope
over the course of one week and asked each of them to return it directly to the
researchers. Several instruments were used to construct the study, including a five-item
Knowledge Builder scale from the Project Leadership Questionnaire (PLQ) (Bain and
Mann, 1997) to measure self-reported and other reported leader performance in building
team knowledge and expertise. A seven-point response scale was used to measure team
knowledge sharing. Faraj and Sproull’s (2000)’s four-item instrument was used to
measure perceptions of knowledge sharing by team members. The researchers used the
Behavioral Trust Inventory (BTI) by Gillespie (2003) to explore the level of trust in the
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leader and trust the team. The BTI measures two dimensions of trust: willingness to rely
on another’s work-related skills, abilities, and knowledge (reliance), and willingness to
disclose sensitive work or personal information to another (disclosure). The interview
was used as a data source to examine the role of leadership and trust in knowledge
sharing and the impact of knowledge sharing on team performance.
The findings of both the statistical analyses and qualitative data indicated that the
leaders’ knowledge builder significantly enhances team knowledge sharing by budding
team member’s trust in the team. This result can be showed that trust in the team is a
better predictor of team knowledge sharing than trust in the leader. “The finding that trust
in the team significantly predicts team knowledge sharing supports Zand’s (1972)
observation from executive decision-making teams that trust shown by team members is
associated with openness and accuracy of information and knowledge shared” (Lee,
Gillespie, Mann, & Wearing, 2010, p. 487). This study found a significant positive
impact between the willingness to rely on the team and the willingness to disclose to the
team. The study additionally resulted that when team members shared knowledge, their
team had a higher potential to meet project goals and achieve quality. This study
provided me with an important methodological aspect for my dissertation. Indeed, the
researchers used the Behavioral Trust Inventory (BTI) by Gillespie (2003) to explore the
level of trust in the leader and trust in the team. The current researcher is going to use the
same instrument to measure the impact behavioral trust has on the relationship between
leaders and followers. Moreover, the findings will also contribute to the validity of the
instrument. It has been used from one study to another.
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Conclusion
The current study indicates there is a great need for discovering the impact trust
has on the relationship between leaders and followers in religious communities across
USA and Vietnam. Existing literatures are lacks studies in this area. A review of the prior
research is available in different areas such as, business, school and other organizations.
The following chapter will address gaps in existing studies. This will offer more in-depth
information and guidance to identify the effect of trust in the relationship between leaders
and followers in religious communities. Using quantitative research design, including A
Two-way ANOVA analysis and A Multiple Regression analysis to construct a study.
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CHAPTER 3: METHOD
Introduction
The purpose of the current study was to evaluate the mediating impact of trust on
the relationship between leaders and followers in religious communities across two
cultures, the United States and Vietnam. Chapter three describes the research
methodology to be used. It will, in detail, present specific research questions and
hypotheses, research design and data analysis, reliability and validity of the research
design, and sample or participants. Furthermore, this chapter will review the instrument
that is employed for analysis in this study, as well as it will explain the procedures for
collecting data. Afterward, it will terminate with a conclusion.
Specific Research Questions and Hypotheses
Research Question 1
How does culture influence and position the way that leaders and followers trust
each other?
Hypotheses:
H0: There will be no significant difference in trust scores (Overall Behavioral
Trust, Competence, Honesty) of leaders and followers based on culture (USA,
Vietnam).
H0: There will be no significant difference in trust scores (Overall Behavioral
Trust, Competence, Honesty) based on position (leader, follower).
H0: There will be no interaction effect between culture and position.
H1: There will be a significant difference in trust scores (Overall Behavioral
Trust, Competence, Honesty) based on culture (USA, Vietnam).
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H1: There will be a significant difference in trust scores (Overall Behavioral
Trust, Competence, Honesty) based on position (leader, follower).
H1: There will be an interaction effect between culture and position.
Research Question 2
To what extent do gender, culture, levels of education, and position predict high
levels of trust?
Null Hypotheses:
There will be no significant relationship between gender, culture, levels of
education, position, and trust scores (Overall Behavioral Trust).
Alternative Hypotheses:
There will be a significant relationship between gender, culture, levels of
education, position, and trust scores (Overall Behavioral Trust).
Research Design and Data Analysis
In this quantitative non-experimental study, a Two-Way Between-Subjects
ANOVA Analysis is appropriate to be used to conduct the research question 1-“How
does culture influence the way that leaders and followers trust each other? The researcher
used a Two-Way Between-Subjects ANOVA Analysis for each Dependent Variable. The
following tests will be conducted to see if the assumptions for ANOVA are met: There
will be no outliers as assessed by boxplot; Data will be normally distributed for each
group, as assessed by visual inspection of a Q-Q plot and the power test needed to
determine if the sample size of the study is adequate.
A Multiple Regression analysis will be used to measure the extent to which
culture, gender, levels of education, and position predict high levels of trust (Research
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Question 2: To what extent does culture, gender, levels of education and position predict
high levels of trust?). The following tests will be conducted to see if the assumptions of
linear regression are met:
Scatterplots will be generated to examine if a linear relationship between the trust
scores and Culture, Gender, Levels of Education, and Position exist.
Multivariate Normality will be investigated through an examination of residuals
plots to see if they are uniformly distributed.
Multicollinearity among Culture, Gender, Levels of Education, and Position will
be tested through examination of correlation matrices and using Variance
Inflation Factor values.
Homoscedasticity: to see a plot of standardized residuals versus predicted values
which can show whether points are equally distributed across all values of
Gender, Culture, Levels of Education, Position.
The dependent variables of this research (DVs) included OBT (Overall Behavioral Trust),
Competence and Honesty. The independent variables IVs consisted of Culture and
Position, which had two categorical groups.
Sample and Population
Sample
The sample of the study included 800 religious followers and twenty leaders in 20
religious communities from the cities of Nha Trang, Ha Noi, Thanh Hoa and Saigon in
Vietnam in Vietnam. Eight hundred followers and twenty leaders in 20 religious
communities in Chicago, New York City, Buffalo and Iowa in the U.S. were selected. In
total, 1600 followers and 80 leaders from 80 religious communities were participating in
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the study. According to the United States Conference of Catholic Bishops (USCCB) and
encyclopedia report in 2018, there are more than 240 communities and 22,000 religious
sisters and brothers in Vietnam. There are 45,100 sisters and 3,953 brothers in more than
200 communities in the U.S.
The following charts described the follower participants’ background:
Table 2
Background Characteristics of Study Participants
Category
Sex
Cultures
Position

Female
Male
US
VN
Leaders
Followers

n

%

817
863
840
840
80
1600

51.8%
48.6%
50%
50%
4.8%
95.2%

Population
The target population of this study was religious sisters and brothers from big
cities of Nha Trang, Ha Noi, Thanh Hoa and Saigon in Vietnam in Vietnam and Chicago,
New York City, Buffalo and Iowa in the U.S. These communities associate with
international matters. Indeed, they consist of members who come from different countries
or have the potential to carry the mission of sending their members to study abroad.
Therefore, the concept of intercultural communication was discussed and taken into
consideration. Living with diverse groups of people requires one to understand others’
culture, a way of thinking and behaviors. Therefore, trust can play a role in these
communities when each member can acquire understanding of one’s culture and others.
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Moreover, in religious communities, people leave their biological” families and
join these communities where they are considered spiritual families. Practically,
followers consider superiors as parents whom they rely and trust on, and superiors
consider all members as followers they care for and trust on too. Indeed, in religious
community settings, each member is required to share one’s life and work. Members
work together and all the benefits they have will go straight to their community account.
Therefore, everything belongs to the community and members can use all resources
according to their needs. It is hoped that the results of this study will expand one’s
thinking of the impact of trust has on a relationship among them.
Procedures for Data Collection
The researcher had different ways to reach out to the participants. For religious
communities in Nha Trang and Sai Gon cities of Vietnam, she emailed ten superiors with
attaching the letter of informed participants, which described the purpose and
significance of her study. The researcher asked them permission to have their followers to
take the survey. After having their acceptance, the researcher sent the survey link, which
I created from a Qualtrics account. The superiors distributed this link to the followers in
their communities. The results of the surveys go directly to my Qualtrics account. For
religious communities in the U.S, the researcher did the same way of getting participants
as I did in Vietnam for five religious communities in Chicago and New York City. The
other five communities, she emailed the superiors, asked for an appointment, and came to
their communities in person to distribute the survey to participants. After having the
results, the researcher input the answers into the account. This study utilized data
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collected from Behavioral Trust Inventory (Nicole Gillespie, including Leader Survey
and follower survey.
Instruments
One validated instrument designed to examine the impact trust has on the
relationship between leaders and followers is the Behavior Trust Inventory (BTI) created
by Nicole Gillespie (2005). The BTI is designed to evaluate trust in managers,
subordinates, and peer relationships. The measurement has two factors, including
reliance-based trust and disclosure-based trust. In developing the BTI, Gillespie (2005)
made up an instrument to fulfill two purposes. First, the researcher wants to explore a
person's willingness to be vulnerable in a relationship with specified others. Secondly, the
researcher will aim to measure trust sensitively in leader-member and peer relationships
in a team setting. This measure requires intervention to capture “the essential features of
the typically complex and highly interdependent work relationship” Gillespie, 2005, p.
183). The researcher will start the procedure by reviewing the existing literature and trust
scales to classify common behavioral expressions of trust in work relationships. The
participants of the examination consist of 96 interviews of three project team leaders and
two of their team members from a large Australian; the results will determine whether the
two factors were significant to leader-member and peer relation. They were asked to
identify trust behaviors in their relationship with their leader, peer, and team members.
The survey questions were designed originally in English. However, the
researcher used (Brislin & Freimanis, 1995)’s back-translation procedure to create the
Vietnamese version so that the Vietnamese participants could take the survey. In this
procedure, the researcher will prepare material in English and ask a bilingual
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(Vietnamese-English) to translate it into the Vietnamese language. The researcher will
ask a second bilingual, who has not seen the English version, translate to the material
back into the English language. The sequence is as the follows: original-target-original or
English-Vietnamese-English (back translation). According to (Brislin & Freimanis,
1995), the aim of this back translation is to polish a literal version of the translation. As a
result, the researcher can check the quality of the translation and later allow tests of
meaning equivalence. (Brislin & Freimanis, 1995) added that “the advantage of this
process is that a person who does not know the target language can examine the two
source languages forms (original and back translation) and make a preliminary judgment
about the quality of the translation” (Brislin & Freimanis, 1995, p.33).
All items used a 7-point rating scale with “1” meaning that the respondent was not
at all willing to engage in certain actions, and ”7” meaning that they were completely
willing) — items 1to 5 tapped into reliance-based trust, and items 6-10 tapped into
disclosure-based trust. The total score can range from 1 to 10, 70 meaning a higher
degree of relationship between leaders and followers reflected in the observation. This
examination is divided into two subscales, reliance-based trust and disclosure-based trust.
In this current study, the researcher employed the instrument created by Gillespie (2005)
to conduct the study by renaming two subscales to competence trust and openness trust.
Reliability and Validity of Research Design
For the validation of the instrument, the BTI, a 10-item scale, was found to
consist of two factors which had high reliability, ranging from .90 to .93 across samples
and correlated between .61 and .71 across the samples. Additionally, the researcher used
a hypothesis-testing approach conducted by Landy, 1986; Nunnally, 1978) to test
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“whether the measure behaved as hypothesized in relation to other variables within the
nomological network” (Gillespie, 2005, p. 84). The results of analyses disclosed strong
support for the hypothesized association. The findings also provided evidence of the
convergent validity of the BTI, including the reliance and disclosure scales. This
evidence came from analyses of confirmatory factors. It was indicated that "reliance and
disclosure were constructs distinct from trustworthiness and district, as well as from each
other" (Gillespie, 2005, p.184).
Moreover, the BTI showed validity by finding the significance of contributions to
the prediction of essential leadership outcomes, which beyond existing measures of
trustworthy. The BTI's content validity was also further observed by assessing responses
to open-ended survey questions accompanying the scale. Gillespie (2005) included “list
two or three key behaviors that show you trust your leader, peer/team member. The
behaviors identified fell within the two factors of reliance and disclosure” (Gillespie,
2005, p.184).
This BTI has been reviewed in Dietz and den Hartog (2006), which found it
useful that the instrument divided into broad categories: “reliance”-related behaviors,
“such as, for example, a manager surrendering control over valuable resources or
decisions to a subordinate, or deliberately reducing control over, or monitoring of, the
subordinate's actions and “disclosure” in the sense of sharing “in the sense of sharing
potentially incriminating or damaging information with another party, such as a
management team revealing commercially sensitive future strategy to union officials”
(Dietz and den Hartog, 2006, p.560). Additionally, McEvily and Tortoriello (2011) cited
it in several publications such as Lam et al., 2013; Lau and Liden, 2008; Lee et al., 2010;
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Lewicki et al., 2006; Schoorman et al., 2007. For Schoorman et al (2007), Gillespie
(2005)’s instrument has “good psychometric properties and shows promise for future
research based on this conceptual definition” (Schoorman et al, 2007, p.348). Lam, Loi &
Leong, 2013) adopted Gillespie’s (2005)’s scale to evaluate the willingness of
subordinates to be vulnerable in the relationship between supervisors and subordinates. In
the study of Lee, Gillespie, Mann, & Wearing (2010), the researcher used this Behavioral
Trust Inventory (BTI) instrument for measuring trust in the leader and trust in the team as
a whole. Lewicki, Tomlinson & Gillespie (2006), recognized the useful implication of
the BTI instrument in evaluating the behavioral trust sub-factor.
Research Ethics
The researcher conducted the study with IRB approval and participants who
completed the survey voluntarily and individually. The study was anticipated to discover
the results that would help leaders and followers in any organization choose a significant
way to build trust among them. Although specific areas were identified in the study, no
names of any communities were mentioned. The researcher sent out consent for
participants to sign and the data collections either electrical method or in papers
remaining anonymous.
Conclusion
Chapter three highlighted details of the research methodology. Based on the
purpose of the study and its research questions, the chapter thoroughly indicated the
research design and data analysis. This chapter labeled the reliability, validity, samples,
and population. It provided specific information on the research instrument and described
an ethical guide in using an instrument and processing the procedure of the study. The
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next chapter elaborated on the statistical analysis of data and demonstration of research
results.
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CHAPTER 4: PRESENTATION OF RESULTS
Introduction
The goal of the current research was to determine the role of trust on the
relationship between leaders and followers across USA and Vietnam. This chapter
discussed the validity of the research design utilized and reviewed the findings from the
data analysis. The current study interpreted and explained the data collected from 800
followers and 40 leaders in 40 religious communities in the U.S. and 800 followers and
40 leaders of 40 religious communities in Vietnam. This summary of the analysis
consisted of procedures within the analysis and a description of the population’s
characteristics partaking in this study. The results of the survey responded to each of the
following questions being examined: 1) How does culture influence the way that leaders
and followers trust each other? 2). To what extent does culture, gender, levels of
education and position predict high levels of trust?
Descriptive Results
First, it is crucial to examine the descriptive statistics of the sample (as shown in
Table 3). Background questions consisted of gender, participants' religious organizations,
education, and ethnicity. The study sample consisted of 1680 participants, including
1600 followers and 80 leaders. Even though the number of partakers was equal from
USA 840 (50%) and Vietnam 840 (50%), males had a higher percentage 51.4% (863)
compared to females 48.6% (817). Of 1680 respondents, 125 (7.4%) had a High School
Degree, 292 (17.4%) had a BA Degree, and 1263 (75.2%) had a Master's Degree and
Above. The sample by country of education consisted of 1210 (72%) studying in the
local region and 470 (28%) studying in a combination of their own countries and foreign
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countries. The descriptive statistics indicated that most partakers in this study got higher
education.
Table 3
Demographic Data of Study Sample
Category
Sex
Cultures
Position
Educational Level
Country of Education

Female
Male

N
817
863

%
48.6%
51.4%

US
VN
Leaders
Followers
Up to High School
BA Degree
Masters and Above
Local Country
Local & Foreign Countries

840
840
80
1600
125
292
1263
1210
470

50%
50%
4.8%
95.2%
7.4%
17.4%
75.2%
72%
28%

Research Question 1
The first research question asked participants how culture and position influence
how leaders and followers trust each other. A two-way ANOVA was conducted to
address this question. Prior to the test, variables were screened for missing values and
coding errors. Four cases were eliminated with missing values, and two were deleted for
coding errors. A two-way ANOVA assumption test was conducted. As stated in the
previous chapter, the dependent variables included are OBT (Overall Behavioral Trust),
Competence, and Honesty. By looking at Table 4 of Between-Subjects Factors, it was
seen that two factors were participating in this two-way ANOVA analysis, including
Culture and Position.
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Table 4
Between-Subjects Factors
Value Label
Cultures
Position

n

0
1

USA
Vietnam

829
840

0
1

Leaders
Followers

80
1589

The Independent Variables were Culture and Position, which had two categorical
groups. No relationship existed between the participants in each group, thereby verifying
the independence of observation, was found. No univariate or multivariate outliers have
been seen. Multivariate normality was identified through histograms and checking the
skewness and kurtosis values. Homogeneity of variance was tested and found that it was
significant as evident by Levene’s test F (3, 1665) = 9.049, p<.001 (as shown in Table 5)
for Overall Behavioral Trust, and F (3,1665) = 8.892, p<.001 (Table 6) for Honesty, but
was not significant F (3,1676) = 2.021, p = .109 (as shown in Table 7) for Competence.
Theoretically, the Levene’s F test for homogeneity of variance was significantly
confirmed that the assumption of homogeneity of variance had not been met. The
significant values indicated unequal variability or an assumption violation. However,
since the samples of the current study were exactly equal, homogeneity of variance can
be violated, and the researcher continued to run a two-way ANOVA analysis to address
the first research question. The results of Levene’s Test are presented in Tables 5-7.
The first research question asked participants how culture influences how leaders
and followers trust each other. A two-way ANOVA was conducted to examine this
question. Prior to the test, variables were screened for missing values and coding errors.
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Four cases were eliminated with missing values, and two were deleted for coding errors.
A two-way ANOVA assumption test was constructed. The dependent variables included
were OBT (Overall Behavioral Trust), Competence, and Honesty. Table 4 of BetweenSubjects Factors, shows that two key factors (Culture and Position) were considered in
this two-way ANOVA analysis.
Table 5
Levene’s Test of Equality of Error Variances
Levene Statistic
Overall
Behavioral
Trust

9.049

df1

df2

3

Sig.

1665

<.001

Table 6
Levene’s Test of Equality of Error Variances

Mean
Honesty

Levene Statistic

df1

df2

Sig.

8.892

3

1665

<.001

Levene Statistic

df1

df2

Sig.

2.021

3

1676

.109

Table 7
Levene’s Test of Equality of Error Variances

Mean
Competence

From the Descriptive Statistics (as shown in Table 3), it is evident that on
average, fewer differences were found in both positions: leaders and followers of the
cultures: USA and Vietnam. USA leaders M = 4.50; follower M=5.20 and Vietnam leader
M =5.20; follower M = 5.60.
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It indicates that the overall trust scores for USA leaders and Vietnam leaders were
relatively similar (M=5.20 and 5.50) This table also shows the breakdown of overall
behavioral trust scores for leaders and followers in each culture USA and Vietnam.
Leaders in both cultures appear to possess less trust than their followers. (USA leader M
=4.50; follower M =5.30; Vietnam leader M = 5.20, follower M = 5.60).
Table 8
Descriptive Statistics of Dependent Variable Overall Behavioral Trust
Cultures
USA

Vietnam

Total

Position
Leaders
Followers
Total
Leaders
Followers
Total
Leaders
Followers
Total

M
4.540
5.250
5.216
5.238
5.615
5.597
4.889
5.434
5.407

SD
.9001
1.1674
1.1655
1.3057
1.0364
1.0529
1.1683
1.1180
1.1262

N
40
789
829
40
800
840
80
1589
1669

Next, the researcher summarized the two-way ANOVA by examining the
relationship with Overall Behavioral Trust ( as shown in Table 9). There was a significant
main effect for the Cultures on participants’ Behavioral Trust scores F (1,1665) = 17.62,
p < .001, ηp2 = .010. There was a significant effect of Position on participants’ Overall
Behavioral Trust scores F (1,1665) = 18.45, p < .001, ηp2 = .011. However, there was no
significant interaction between Cultures and Position F (1,1665) = 2.107, p =.189 .
The results of the Two-Way Independent ANOVA indicated that there was a
significant main effect of Cultures, F (1,1665) = 17.62, p < .001, ηp2 = .010, (as shown in
Table 9), with USA (M = 5.21; SD =1.165) and Vietnam (M = 5.597, SD = 1.05) (as
shown in Table 8). The participants in the USA had lower levels of trust than the
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participants in Vietnam. Additionally, there was a significant effect of Position with
leaders (M = 4.889, SD = 1.168) and followers (M = 5.434, SD = 1.118) (as shown Table
8). The leaders had reported less trust than the followers. In contrast, no significant
interaction was found between the two variables of Cultures and Position F (1,1665) =
2.107, p =.189) ( as shown in Table 9 and in the Profile Plots Table 10).
Table 9
A Two-way ANOVA of Overall Behavioral Trust Scores on Leaders and Followers in
U.SA and Vietnam
Cultures
Position
Cultures *
Position
Error
Total

SS
21.488
22.506
2.107

df
1
1
1

MS
21.488
22.506
2.107

2030.228
50918.570

1665
1669

1.219

F
17.623
18.458
1.728

Figure 2
Profile Plots Estimate Marginal Means of Overall Behavior Trust
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Sig.
<.001
<.001
.189

ηp2
.010
.011
.001

Next, the researcher conducted a Two-way ANOVA to analyze the relationship
with Competence (as shown in Table 12). There was no significant main effect of
Cultures on participants’ Mean Competence scores F (1,1676) = 1.75, p=.186 . The
researcher also found no significant effect of Position on participants’ Mean Competence
scores F (1,1676) = 2.398, p=.122. Moreover, there was no significant interaction
between Cultures and Position (F (1,1676) = .388, p =.534.
The results of the Two-Way Independent ANOVA demonstrated that there was
no significant main effect of Cultures F (1,1676) = 1.75, p=.186 with USA (M=5.483; SD
=1.141) and Vietnam (M =5.726, SD= 1.102) (as shown in Table 11). When comparing
the means, the participants in the USA had a lower level of trust (competence) than the
participants in Vietnam. Additionally, there was no significant effect of Position with
leaders (M =5.415, SD=1.122) ( as shown in Table 11) and followers (M=5.614,
SD=1.128) ( as shown in Table 11) The results demonstrated that the followers had a
higher level of trust (competence) than leaders. Furthermore, no significant interaction
was found between two variables of Cultures and Position F (1,1676) = .388, p =.534 as
seen at Table 12 and the table of Profile Plots Estimate Marginal Means of Mean
Competence Scores.
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Table 10
Descriptive Statistics of Dependent Variable Mean Competence
Cultures
USA
Vietnam
Total

Position
Leaders
Followers
Total
Leaders
Followers
Total
Leaders
Followers
Total

M
5.370
5.489
5.483
5.460
5.739
5.726
5.415
5.614
5.605

SD
.9528
1.1501
1.1413
1.2804
1.0918
1.1023
1.1223
1.1280
1.1282

N
40
800
840
40
800
840
80
1600
1680

Table 11
A Two-way ANOVA of Mean Competence Scores on Leaders and Followers in U.SA and
Vietnam

Source

SS

df

MS

F

Sig.

ηp2

Cultures

2.202

1

2.202

1.750

.186

.001

Position

3.017

1

3.017

2.398

.122

.001

Cultures *
Position

.488

1

.488

.388

.534

.000

Error

2108.746

1676 1.258

Total

54906.880

1680
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Figure 3
Profile Plots Estimate Marginal Means of Mean Competence Scores

Next, the researcher also constructed a Two-way ANOVA to examine the
relationship with Honesty (as shown in Table 16). There was a significant main effect of
Cultures on participants’ mean Honesty scores F (1,1665) = 40.88, p < .001, ηp2 = .024).
The findings also suggested that there was a significant effect of Position on participants’
Mean Honesty scores F (1,1665) = 50.11, p < .001, ηp2 = .029). In contrast, there was no
significant interaction between Cultures and Position F (1,1665) = 10.81.
The results of the Two-Way Independent ANOVA specified that there was a
significant main effect of Cultures F (1,1665) = 40.88, p < .001. ηp2 = .024 with USA (M
=4.903; SD =1.458) and Vietnam (M=5.427, SD= 1.249) (as shown in Table 15). It
explained that the participants in the USA had a lower level of trust (Honesty) than the
participants in Vietnam. Additionally, there was a significant effect of Position on
participants’ mean Honesty scores with leaders (M =4.135, SD=1.689) and followers
(M=5.219, SD=1.344) (as shown in Table 15). Seemingly, the followers had a higher
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level of trust compared to leaders. Furthermore, a significant interaction was found
between two variables of Cultures and Position F (1,1665) =10.819, p =.001, ηp2 = .006)
as seen in Tables 15 and Table 16 – the Profile Plots Estimate Marginal Means of Mean
Honesty Scores.
These findings suggested that elements of Honesty (of trust) had the largest
relationship with leaders’ trust in their followers.
Table 12
Descriptive Statistics of Dependent Variable Mean Honesty
Cultures
USA
Vietnam
Total

Position
Leaders
Followers
Total
Leaders
Followers
Total
Leaders
Followers
Total

M
3.395
4.980
4.903
4.875
5.454
5.427
4.135
5.219
5.167

SD
1.5167
1.4142
1.4585
1.5357
1.2280
1.2494
1.6895
1.3445
1.3819

N
40
789
829
40
800
840
80
1589
1669

Table 13
A Two-way ANOVA of Mean Honesty Scores on Leaders and Followers in U.SA and
Vietnam
Source
Cultures

SS
72.741

df
1

MS
72.741

F
40.880

Sig.
<.001

ηp2
.024

Position

89.166

1

89.166

50.111

<.001

.029

Cultures * Position 19.250

1

19.250

10.819

.001

.006

Error

2962.655

1665

1.779

Total

47738.720

1669
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Figure 4
Profile Plots Estimate Marginal Means of Mean Honesty Scores

Research Question 2
For the second research question, I examined to what extent does gender, culture,
levels of education, and position predict high levels of trust? A multiple regression was
conducted to investigate whether gender, culture, levels of education, and position predict
high levels of trust. The dependent variable was Overall Behavioral Trust Score, which is
measured on a continuous scale. The four independent variables were (gender, culture,
levels of education, and position) are observations. No significant relationships were
found between behavior trust with gender, culture, levels of education, and position.
Analysis of collinearity statistics showed there was no evidence of
multicollinearity. This assumption has been met (VIF scores =1 (<10), and tolerance
scores were. .907 (cultures), .904 (education level), .996 (position), and .999 (sex),
(above 0.2). See table 22 below:
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Table 14
Coefficients of Dependent Variable: Overall Behavioral Trust
Model
Sex
Cultures
Education Level
Position

Correlations
Partial
Part
.162
.158
.135
.131
-.097
-.094
.097
.094

Collinearity Statistics
Tolerance
VIF
.999
1.001
.907
1.102
.904
1.106
.996
1.004

The Durbin-Watson statistic indicated that this assumption had been met, as the
obtained value Durbin-Watson = .403 (Table 20).
Table 15
Model Summary of Predictors of Position, Cultures, Sex, Education Level

Change Statistics
R Square
F
Model Change Change
1

.073

32.780

df1

df2

Sig. F
Change

4

1664

<.001

Durbin-Watson
.403

A plot of standardized residuals versus standardized predicted values showed no
apparent signs of funneling, indicating that the assumption of homoscedasticity has been
met.
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Figure 5
Histogram of Regression Standardized Residual of Overall Behavioral Trust Score

No influential cases were biased in the model because Cook’s Distance values
were less than 1, indicating individual cases were not unduly influencing the model as
seen in table 18.
Table 16
Residuals Statistics of Dependent Variable: Overall Behavioral Trust

Predicted Value
Std. Predicted Value
Standard Error of
Predicted Value
Adjusted Predicted Value
Residual
Std. Residual
Stud. Residual
Deleted Residual
Stud. Deleted Residual
Mahal. Distance
Cook's Distance
Centered Leverage Value

Minimum
4.546
-2.829
.047

Maximum
6.074
2.189
.158

M
5.407
.000
.056

SD
.3044
1.000
.019

N
1669
1669
1669

4.528
-4.5069
-4.152
-4.156
-4.5173
-4.177
2.078
.000
.001

6.094
1.9605
1.806
1.819
1.9889
1.820
34.219
.018
.021

5.408
.0000
.000
.000
.0000
.000
3.998
.001
.002

.3045
1.0843
.999
1.000
1.0875
1.001
4.539
.001
.003

1669
1669
1669
1669
1669
1669
1669
1669
1669

The assumption of normality has been met, as assessed by a Q-Q Plot (Table 19).
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Figure 6
Normal P-P Plot of Regression Standardized Residual on Overall Behavior Trust Score

The results of the regression indicated that the model explained 7.3 % of the
variance and that the model was a significant predictor of the overall behavior trust
scores, F (4, 1664) = 32.780, p < .001, adj. R2 = .071. It means that the null hypothesis
was rejected, and the alternative hypothesis was accepted. As a result, we can conclude
that there was a significant relationship between gender, culture, levels of education,
position, and overall behavior trust. On average, females scored 0.36 points higher on the
trust score than males, controlling for other model variables (p<.001).
Moreover, the researcher also found a positive relationship between being
Vietnamese and trust (B=.310, p<.001), education level (B=-.183, p<.001) and position
(B=.496, p<.001) contributed significantly to the model (as shown in table 23). The final
predictive model was:
Overall Behavioral Trust Score = 4.913+ (.355*sex) + (.310*Cultures) + (.183*Education Level) + (.496*Position)
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Table 17
Summary of Multiple Regression Analyses for Gender, Culture, Level of Education, and
Position Predict Hight Level of Trust
Variables
Female
Vietnamese
Follower
Level of Education
R2
F
N
Note:*p<.05

B

SE B

Beta

sr2

.355*
.310*
.496*
-.183*
.073*
32.780
1669

.053
.056
.125
.046

.158
.138
.094
-.099

.024
.017
.009
.009

Conclusion
The current study's sample included 800 followers and 40 leaders in 40 religious
communities in the U.S. and 800 followers and 40 leaders in Vietnam. In summary, the
factors of Gender, Culture, Levels of Education, and Position and were significantly
correlated to Overall Behavior Trust. When the research broke down the dependent
variable Overall Behavior Trust into two categories of Competence Trust and Honesty
Trust, the results differed. There was no significant main effect of Cultures on
participants' Mean Competence scores. Also, there was no significant effect of Position
on participants' Mean Competence scores as well as no significant interaction between
Cultures and Position.
The results of the Two-Way Independent ANOVA showed that there was no
significant main effect of two cultures: USA and Vietnam. The participants in the USA
performed the level of competence of trust less than the participants in Vietnam.
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Additionally, there was no significant effect of Position with leaders and followers. The
leaders had performed less trust than the followers. Furthermore, no significant
interaction was found between the two variables of Cultures and Position.
Nevertheless, there was a significant main effect of Cultures on participants'
Mean Honesty scores, and there was a considerable effect of Position on participants'
Mean Honesty scores. The next chapter will present a discussion of the findings, and it
will analyze interpretations of the results, conclusions, and recommendations for a future
research study.
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CHAPTER 5: DISCUSSION
Introduction
The purpose of this quantitative study was to identify how culture affects the
degree that leaders and followers trust each other and to what extent does gender, culture,
levels of education, and position predict high levels of trust in the religious community
setting across two countries U.S. and Vietnam. This chapter begins with a discussion of
major findings from chapter four. It will seek to identify the similarity between this
study's outcomes and prior research presented in chapter two. This chapter will also
review the practical and future implications of the findings. The chapter will conclude
with a discussion of the limitations of these study areas of future research possibilities
and a summary.
Implications of Findings
This study's findings from research question 1 indicated that culture was
significantly related to participants' behavioral trust. Similarly, positions including
leaders and followers also affected their behavior of trust. Interestingly, these results
suggested that leaders in both cultures, US. and Vietnam, appeared to trust their followers
less than followers trust their leaders. However, the findings showed that there was no
significant interaction between cultures and positions. The results from the current study
indicated that it is important for leaders and followers living in religious communities to
appreciate cultural differences. The role of being leaders or followers may affect the
degree to which people trust each other. Therefore, there is a need for understanding and
having more information of the people one lives with, in order to make accurate
judgments towards trust.
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Even though the results of this study suggested the significant relationship
between culture and positions on participants' overall behavior trust, the competence (of
trust) scores were neither related to culture nor to position. Nonetheless, the current
study's findings demonstrated that honesty (of trust) had the most influence on the way
leaders trust in their followers. These results supported the need to build trust and honesty
in one's relationship within a community.
Findings from a multiple regression analysis addressed in research question 2: To
what extent does culture, gender, levels of education and position predict high levels of
trust?
demonstrated a significant relationship between female-male, culture, level of
education, position (leaders and followers), and overall behavior trust. However, there
was a difference between males and females in trusting each other, and the analysis
suggests that females had the most trust in their leaders/followers than males. Moreover,
the results of the study also presented that being Vietnamese had higher average trust
than American counterparts. These outcomes may give a significant awareness to leaders
and followers of religious communities in the U.S and Vietnam. To build trust among
members, one needs to develop ones' education as well as be mindful of who one is and
where one comes from.
Relationship to Prior Research
The results above indicated that behavioral trust significantly influenced leaders
and followers. The findings also revealed that an element of honesty or trust had the most
effect on how much leaders trust in their followers. These results are in line with previous
research on trust in the relationship between leaders and followers. The study of Yang
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and Chen (2019) indicates that the personal characteristics of followers and leaders have
a straight influence on trust in a dyadic rampart. Similar to Yang and Chen's (2019)
results, other researchers also identify that trust is the most critical factor influencing the
high-quality relationship between leaders and followers (Kim & Park, 2019). The results
of this study would also agree with the literature regarding the study of trust development
in a relationship between leaders and followers.
Moreover, this current study also relates to the results of Bakhsh, Rasool, and
Azim (2019) 's study. Indeed, this study revealed the effectiveness of honesty on the
relationship between principals and their followers. This research suggested that honesty
is a good predictor of leadership effectiveness, with the individual contribution of
honesty to the leadership effectiveness is 27%. The researchers of this study highlighted
that those honest persons never have a feeling of tension.
However, this current study found that cultures did not impact competence of
trust in a relationship between leaders and followers. These findings contrasted with the
findings of Gabarro (1978). The results of these findings discovered how managers
improve an excellent working relationship with subordinates. Two core foundations for
the leader-follower trust relationship were found. The first core foundation is competence
and ability to do a job and personal skills and wisdom to achieve a goal (Lines & Selart,
2013). The second one is a character that includes two constructs -benevolence and
integrity (Mayer et al., 1995). Hence, gaining trust with leaders is significant for
followers and vice versa. It is remarkable for followers/leaders to see the significance of
predicting effective ways to inspire leaders/followers to trust in them. When trust exists
in the relationship between leaders and followers, they can create openness and
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acceptance. This allows them to share their thoughts and life experiences with others. At
the same time, they can give each other encouragement and can accept different cultures.
In previous literature, Triandis (2018) explores that followers' trust in leaders
might have limitations with collectivists compared to individualists. Moreover, leaders in
collective cultures likely have more trust from their group members, especially regarding
relational trust. Mach and Baruch (2015) add to the literature that collectivists tend to be
more trusting in general. The study also reveals a positive relationship between
collectivistic orientation and team trust. Furthermore, in the study of Casimir, Waldman,
Bartram, and Yang (2006), the results reported that culture moderated the effects of trust
on leadership performance. They found that Australian followers had higher levels of
trust in their leaders compared to Chinese followers. Similar to the previous literature, the
findings of this current study indicated a significant relationship between culture and
overall behavior trust. However, one difference from the study of Casimir, Waldman,
Bartram, and Yang (2006) and the current study is that Americans had lower levels of
trust than did Vietnamese. Australian culture has something in common with American
culture. But in their research, the outcome appeared similar to the Vietnamese culture.
Limitations of the Study
Threats to Statistical Conclusion Validity
Low statistical power. One limitation of this study was low statistical power.
Although a reasonable number of participants, 1600 followers and 80 leaders in 80
religious communities. (40 in the U.S. and 40 in Vietnam), it was still an observation of
the study that statistical power could have been greatly improved. The fact is that up to
2018, there were more than 240 communities and 22,000 religious sisters and brothers in
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Vietnam. There are 45,100 sisters and 3,953 brothers in more than 200 communities in
the U.S.
Random Heterogeneity of respondents. The present study chose 40 communities
in Vietnam and 40 communities in the United States. It was likely to vary on the
measures. The nature of each community was similar, but it was different in respondents
from one community to another.
Internal threats to validity. Another threat to statistical validity was the
reliability of the instrument. In fact, the BTI was created for business environments,
while the present study’s environments were in religious structures. Therefore, within this
instrument there was some inappropriate questions for participants of this study to
answer. Moreover, the BTI was created by Gillespie’s (2005) and reported by the
researcher at the beginning. Thus, it could be bias and could cause a controversy.
External Threats to Validity. It is also observable that the selection of 1680
participants may have been biased. The sample controlled as in Nha Trang, Ha Noi,
Thanh Hoa and Saigon in Vietnam in Vietnam and Chicago, New York City, and Buffalo
in the U.S., which are considered as urban areas. The results of the study might come out
differently if observation took place in rural areas or in different countries.
Recommendation for Future Research
More research may be needed to determine if the impact of age between leaders
and followers in religious communities impacts the level of trust between them. Age has
a significant positive effect on the tendency to trust both women and men (Zeffane,
2018). Another suggestion for further research is the use of semi-structured interviews
with open-ended questions. The technique may also help understand how culture, gender,
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culture, and levels of education influence how leaders and followers trust each other on a
deeper level. Moreover, the current study took place in only two countries of USA and
Vietnam. Therefore, future research should take efforts in this area from different
countries in the world. Accordingly, researchers can see if there will be similarities or
differences in terms of the outcomes.
Additionally, the future study may distinguish areas based on their features, such
as urban areas against the suburban. One more recommendation for future research that
should be addressed is to use qualitative approaches, including semi structured
interviews, to conduct similar studies. In fact, the researcher of this current study
implemented a non-experimental quantitative research approach, which still had some
limitations in terms of explanation to add context and allow participants to provide more
details.
Recommendation for Future Practice
This study has some significant practical implications. This study demonstrated
that the relationship between leaders and followers was affected by trusting behavior,
especially the element of honesty of trust that has the most impact on this relationship.
Therefore, effective leaders in religious communities should gain the trust of followers
regarding honest sharing. Since leaders and followers are partners in mutual
relationships, effective followers should be open to honestly sharing their knowledge
when handling important work under challenging situations and presenting accurate
information to others. Everyone should display one’s honesty in daily life to gain trust
from others. Indeed, leaders’ honesty will favor getting the work done from their
followers (Bakhsh, Rasool, & Azim, 2019) and vice versa.
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Still, the results of this study demonstrated the significant relationship between
gender, culture, levels of education, position, and overall behavior trust. It may be helpful
information for leaders and followers in any organization to be aware when they live in
the community or work in an organization. A judgment may not be made if one
understands others’ backgrounds, including where they come from, the education level
they earned, which role they take, and which gender they are.
Conclusion
The relationship between leaders and followers is not a new topic for researchers.
Still, the impact of trust on this relationship in religious community settings has not been
explored much. The current study was conducted to examine the mediating impact of
trust on the relationship between the leaders and followers in the USA and Vietnam. The
researcher utilized two theories of Leader-member-exchange (LMX) by George B.
Graen (1972) and Social Identity Theory by Tajfel and Turner (1979). The data was
collected from 1600 followers and 80 leaders in 80 religious communities in Vietnam and
United States.
The study was quantitative in design and non-experimental in approach, with twoway ANOVA and multiple regression as the main statistical analysis techniques. The
researcher used the Behavior Trust Inventory (BTI) created by Nicole Gillespie (2005) as
an instrument to conduct the study. The Two-way ANOVA provided a significant effect
of culture on the way leaders and followers trust each other. Also, the Multiple
Regression Analysis demonstrated a significant relationship between gender, culture,
levels of education, position, and overall behavior trust.
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The results of this current study showed its limitations and provided many
recommendations for future practice and future research. Leaders and followers need to
be aware that gender, culture, education, and position have greatly influenced leaders and
followers in trusting one another. Trust helps leaders and followers to have a better
understanding of whom they live with, and work with.
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APPENDIX A: IRB APPROVAL
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APPENDIX B: INFORMED CONSENT LETTER

Informed Consent to Participate in a Research Study
You have been invited to participate in a research study to understand the
outcomes from the impact of trust on the relationship between leaders and followers in
the religious community program. The findings of the study will be beneficial to religious
communities and other similar organizations. The study will provide factors that help you
to identify a relationship with your leader with regard to your behaviors related to trust.
This study will be conducted by me, Sr. Agnes Tram Nguyen, a doctoral student from St.
John’s University, as a part of my dissertation research.
You will be asked to complete a survey that takes 10-15 minutes to complete. The
information provided will be confidential and your identity will be anonymous. There is
no known risk associated with your participation in this research beyond those of every
day life. St. John’s University cannot provide either medical treatment or financial
compensation for any physical injury resulting from your participation in this research
project. Inquiries regarding this policy may be made to the principal in investigator,
alternatively, the Human Subjects Review Board (718-990-1440).
Confidentiality of your survey and other records will be strictly maintained by
storing it in a safe place and locked space. No one but Sr. Agnes Tram Nguyen will have
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access to any of the information provided. Participation in this study is voluntary. You
may refuse to participate or withdraw at any time without penalty. When completing the
survey, you have the right to skip, or not answer for any question you prefer not to
answer. If there is anything about the study or your participation that is unclear or that
you do not understand or you wish to report a research-related problem, you may contact
me at

my mentor, Dr. Rene

Parmar, at parmarr@stjohns.edu, (718)990 2503. For questions about rights as a
research participant, you may contact the University’s Institutional Review Board, St.
John’s University, Dr. Raymond DiGiuseppe, IRB Chair at digiuser@stjohns.edu,
(718)990 1955 or Marie Nitopi, IRB Coordinator at nitopim@stjohns.edu, 718-990-1440.

You have received a copy of this consent document to keep.
Agreement to participate in the study of the impact of trust on the relationship between
leaders and followers in the religious community program

-----------------------------------------------------------------------------------------------------------Participant’s Signature

Date
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APPENDIX C: RESEARCH QUESTIONNAIRE
The School of Education
Thank you for your cooperation
Behavioral Trust Inventory
(Nicole Gillespie)-Leaders’ Survey
Part 1
Please indicate how willing you are to engage in each of the following behaviors with
your leader by circling a number from 1 to 7.
Not at all willing
1. Rely on your
follower’s task related
skills and abilities
2. Depend on your
follower to handle an
important issue on
your behalf
3. Rely on your follower
to represent your work
accurately to others
4. Depend on your
follower to back you
up in difficult
situations
5. Rely on your
follower’s workrelated judgments
6. Share your personal
feelings with your
follower.
7. Discuss work-related
problems or
difficulties with your
followers that could
potentially be used to
disadvantage you.
8. Confide in your
follower about
personal issues that

Completely willing

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7
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are affecting your
work.
9. Discuss how you
honestly feel about
your work even
negative feelings and
frustration
10. Share your personal
beliefs with your
follower
Part 2

1

2

3

4

5

6

7

1

2

3

4

5

6

7

Background Information

Directions: Please fill in a number corresponding to your answer.
Sex
1=Male
2=Female
Where are your organizations?
1=U.S
2. Vietnam
Where did you get your education?
1= only in your country
2= both your country and foreign country
Your Education
1=Less than High School
2=High School Graduate College
3=Some College/Community
4=College Graduate
5=Some Graduate/Masters
6=Doctor/Ph.D./Lawyer
Your Ethnicity
1=White, Caucasian
2=Puerto Rican
3=African American
4=Other Hispanic
5=Asian
6=Other
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The School of Education
Thank you for your cooperation
Behavioral Trust Inventory
(Nicole Gillespie)-Followers’ Survey
Part 1
Please indicate how willing you are to engage in each of the following behaviors with
your followers by circling a number from 1 to 7.
Not at all willing
1. Rely on your leader’s
task related skills and
abilities
2. Depend on your leader
to handle an important
issue on your behalf
3. Rely on your leader to
represent your work
accurately to others
4. Depend on your leader
to back you up in
difficult situations
5. Rely on your leader’s
work-related judgments
6. Share your personal
feelings with your
leader.
7. Discuss work-related
problems or difficulties
with your leader that
could potentially be
used to disadvantage
you.
8. Confide in your leader
about personal issues
that are affecting your
work.
9. Discuss how you
honestly feel about
your work even

Completely willing

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7

1

2

3

4

5

6

7
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negative feelings and
frustration
10. Share your personal
beliefs with your leader
Part 2

1

2

3

4

5

Background Information

Directions: Please fill in a number corresponding to your answer.
Sex
1=Male
2=Female
Where are your organizations?
1=U.S
2. Vietnam
Where did you get your education?
1= only in your country
2= both your country and foreign country
Your Education
1=Less than High School
2=High School Graduate College
3=Some College/Community
4=College Graduate
5=Some Graduate/Masters
6=Doctor/Ph.D./Lawyer
Your Ethnicity
1=White, Caucasian
2=Puerto Rican
3=African American
4=Other Hispanic
5=Asian
6=Other
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