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Abstract

This study examines the influence of Ethical Leadership and Transparent Decision-Making
Processes on Organizational Trust, with Communication Openness as a mediating variable, in
electronics companies in the Bekasi Regency industrial area. In the competitive era of
globalization, Organizational Trust is a key element of corporate success. This research is based
on the phenomenon of low employee trust in companies, even though the electronics sector
shows high potential in the economy. Data was collected through questionnaires distributed to
198 employees who had worked for at least one year. Data analysis was carried out using the
Partial Least Squares (PLS) method using SmartPLS. The results of the study show that Ethical
Leadership has a significant positive effect on Organizational Trust. Ethical leaders are able to
create a work environment that supports trust, especially among young employees with high
levels of education. In addition, Transparent Decision-Making Processes have also been shown
to contribute positively to Organizational Trust, with transparency in decision-making increasing
procedural fairness and two-way communication. Communication Openness functions as a
mediator that strengthens the relationship between the two independent variables and
Organizational Trust . This research provides important insights for leaders and policy makers in
the electronics sector to increase organizational trust, which in turn can drive innovation and
productivity. These findings also enrich the literature on the dynamics of ethical leadership and
transparency in a corporate context, and emphasize the importance of open communication in
building trust in a dynamic work environment.

Keywords: Ethical Leadership, Transparent Decision-Making Process, Organizational Trust,
Communication Openness, Electronic

Introduction

The era of increasingly competitive and dynamic business globalization has positioned
Organizational Trust as one of the key factors determining the success and sustainability of a
company. Organizational Trust can be defined as the collective belief of organizational members
in the integrity, benevolence, and capabilities of their organization. According to research
conducted by Fulmer and Gelfand (2012), Organizational Trust has a significant positive impact
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on various organizational outcomes, including employee performance, organizational behavior,
and leadership effectiveness. This study confirms that trust is an important foundation in building
strong relationships between employees, management, and other stakeholders, which in turn
contributes to a company's competitive advantage.

Organizational trust is not an easy task, especially amidst increasingly complex global
challenges and rapidly changing business environments. Searle et al., (2011), in their research
published in the International Journal of Human Resource Management, identified various
factors that can influence the formation and maintenance of organizational trust , including
human resource management practices, organizational culture, and leadership behavior. They
emphasized that organizations need to adopt a systematic and sustainable approach in building
trust, given its fragile nature and can easily be eroded by inconsistent actions or negative events.
It is important for companies to actively manage and prioritize the development of
Organizational Trust as an integral part of their business strategy to face the ever-changing
dynamics of the global market.

A global phenomenon shows that employee trust in companies remains crucial. The
Edelman Trust Barometer (2023) report shows that only 62 percent of employees trust the
businesses they work for. While this figure is slightly higher, at 69%, in the technology and
electronics sector, there is still room for improvement. Survey conducted by Korn Ferry (2022)
found that only 58% of Indonesian workers were satisfied with their transparency and
Organizational Trust . These figures show how important it is to improve Organizational Trust ,
especially in the electronics sector, which has a strategic role in the economy.

Recent research by Jiang et al., (2018) revealed that employee trust has a significant
impact on organizational performance and employee engagement. Their study shows that
building trust through transparent and ethical internal communication can increase employee
commitment, reduce turnover, and improve productivity. These findings reinforce the importance
for companies, particularly in the technology and electronics sectors, to prioritize strategies that
enhance employee trust as an integral part of their human resource management.

Electronic companies in today's digital era face complex challenges in building and
maintaining Organizational Trust . Major issues include concerns regarding data privacy and
information security, given the increasing cases of hacking and data leaks (Pirson et al., 2017) .
Rapid technological change often forces companies to restructure or change business strategies,
which can create uncertainty and erode employee trust if not managed well (Mishra et al., 2014) .
Companies also face challenges in building trust with external stakeholders, particularly
regarding issues of environmental sustainability, the ethics of artificial intelligence development,
and social responsibility (J. Kang & Hustvedt, 2014) . Research problems that arise include how
to build trust amidst rapid technological change, effective communication and leadership
strategies during periods of organizational change, and how to balance the demands of
innovation with the need to maintain consumer and employee trust.

The relationship between ethical leadership and organizational trust has been the focus of
numerous studies across various organizational and cultural contexts. A study conducted by
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Brown et al. (2005) on employees of Fortune 500 companies in the United States found that
ethical leadership had a significant positive influence on organizational trust . This research
shows that leaders who prioritize ethics in their behavior and decision-making tend to build a
more trustworthy work environment. In line with these findings, Lu, (2014) in his research on the
hotel industry in Taiwan also confirmed a significant positive relationship between Ethical
Leadership and Organizational Trust. Ethical Leadership not only increases employee trust in the
organization directly, but also strengthens the relationship between perceived organizational
support and Organizational Trust.

Research on ethical leadership and organizational trust does not always produce
consistent findings. A study conducted by Elsetouhi et al., (2018) in the Egyptian public sector
revealed that ethical leadership did not have a significant direct influence on organizational trust
. This study found that the relationship between ethical leadership and organizational trust was
fully mediated by organizational justice. This finding suggests that in certain contexts, the
influence of ethical leadership on organizational trust may not be direct, but rather depends on
other intermediary factors. These differences in results may be due to variations in cultural
context, type of organization, or other situational factors that influence the dynamics of
leadership and trust within an organization.

Transparent Decision-Making Processes have a significant influence on Organizational
Trust through two main aspects. First, transparent decision-making processes increase
perceptions of procedural fairness among organizational members. When employees understand
how and why decisions are made, they are more likely to view the process as fair, which in turn
increases their trust in the organization (Rawlins, 2009) . Second, transparency in decision-
making processes encourages two-way communication between management and employees.
This creates an environment where employees feel valued and heard, which directly contributes
to increased organizational trust. (Jiang & Men, 2017) .

It is important to note that in some contexts, Transparent Decision-Making Processes
may not have a significant impact on Organizational Trust . Research by Schnackenberg and
Tomlinson (Schnackenberg & Tomlinson, 2016) suggests that in situations where decisions are
highly complex or involve highly technical information, transparency may not automatically lead
to increased trust. This may be because employees may lack the expertise or knowledge
necessary to fully understand the decision-making process, thus diminishing the positive impact
of transparency.

Previous research on the relationship between ethical leadership and organizational trust
has shown mixed results. While many studies confirm a positive influence, as reported by Brown
et al . (2005) and Lu (2014 ), several other studies have found inconsistent results. For example,
Elsetouhi et al., (2018) revealed that ethical leadership does not have a significant direct
influence on organizational trust in the context of the Egyptian public sector. This inconsistency
suggests the possibility of a mediating variable playing a significant role in this relationship.
Communication Openness can be a potential mediating variable, given its role in facilitating
transparency and building trust. Jiang & Men (2017) emphasized that communication openness
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and transparency contribute significantly to the formation of employee trust in the organization.
Demirtas (2015) also emphasized that Ethical Leadership encourages the creation of an open
communication climate, which in turn can increase Organizational Trust .

Similar to Ethical Leadership , the relationship between Transparent Decision-Making
Processes and Organizational Trust also requires further investigation by considering the
mediating role of Communication Openness . Rawlins, (2009) and Jiang & Men, (2017)
emphasize the importance of transparency in increasing Organizational Trust , Schnackenberg &
Tomlinson, (2016) show that in certain situations, transparency does not always directly lead to
increased trust. The role of Communication Openness as a potential mediator in this relationship
is supported by research by Men & Stacks , ( 2014) , who found that communication openness
plays a crucial role in translating transparency practices into Organizational Trust . In addition,
Kang & Sung (2017) emphasized that two-way symmetrical communication, which is an
important aspect of Communication Openness, can strengthen the positive effect of Transparent
Decision-Making Processes on Organizational Trust . By considering Communication Openness
as a mediating variable for both relationships, this study aims to provide a more comprehensive
understanding of the mechanism of Organizational Trust formation in the context of e-firms.
Thus, this study not only confirms previous results, but also fills the literature gap by offering a
new conceptual framework that links Ethical Leadership, Transparent Decision-Making
Processes, Communication Openness, and Organizational Trust simultaneously in the Indonesian
electronics industry setting.

Ethical leadership has a significant impact on organizational trust through the mediating
role of communication openness . According to a study conducted by Men et al., (2020) , leaders
who demonstrate ethical behavior tend to foster a more open communication climate within the
organization, which in turn increases employee trust in the organization. Ethical leaders create an
environment where employees feel safe to express their opinions and concerns, which
contributes to increased transparency and openness in communication. In line with these
findings, research by Kang et al., (2017) revealed that Ethical Leadership not only facilitates
effective two-way communication between leaders and employees, but also builds a strong
foundation for Organizational Trust . When employees feel that they can communicate openly
with their leaders and that their input is valued, they tend to develop a higher level of trust in the
organization as a whole.

Transparent decision-making processes also play a crucial role in building organizational
trust through communication openness . According to research by Schnackenberg and Tomlinson
(2016) , transparent decision-making processes encourage a more open work environment, where
information flows freely and employees feel involved in organizational processes. This open
communication acts as a key mediator in increasing employee trust in the organization. In line
with these findings, a study by Jiang & Men (2017) Research shows that transparent decision-
making processes not only improve the quality of internal communication but also strengthen
employees' perceptions of the organization's integrity. When employees understand the rationale
behind important decisions and feel their voices are heard through open communication
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channels, they tend to develop higher levels of trust in the organization, which in turn can
increase their commitment and performance.

The selection of industrial areas in Bekasi Regency as research objects, with a focus on
the electronics sector, is based on strategic considerations that reflect the dynamics of regional
economic development. Bekasi Regency has established its position as one of Indonesia's leading
manufacturing centers, making a substantial contribution to West Java's gross regional domestic
product (GRDP). The electronics sector, as an integral component of the region's industrial
ecosystem, presents a unique perspective for analyzing innovation trends, operational efficiency,
and global competitiveness. According to research conducted by Fatimah et al., (2020), industrial
areas in Bekasi have significant potential in driving sustainable economic growth through
increased productivity and adoption of cutting-edge technology. The study emphasizes the
importance of collaboration between the government, private sector, and educational institutions
in optimizing industrial potential in the region. By focusing on electronics companies in Bekasi
Regency, it is hoped that in-depth insights can be obtained regarding the factors that influence
industrial competitiveness, adaptation strategies to global market dynamics, and the socio-
economic implications of the development of this sector for local and regional communities.

This research offers several significant new aspects in the context of the electronics
industry in Indonesia, particularly in Bekasi Regency. First, this study combines green theory
with middle theory in the context of electronics companies, an approach that has not been widely
explored before. This integration allows for a more comprehensive analysis of how ethical
leadership practices and transparent decision-making can impact organizational trust , taking into
account the increasingly important environmental sustainability aspect in the electronics
industry. This study proposes the mediating role of communication openness in the relationship
between ethical leadership, transparent decision-making processes, and organizational trust.
Although previous studies have explored the direct relationship between these variables, the
mediating role of communication openness in the specific context of the electronics industry in a
developing country like Indonesia is an important new contribution. This helps fill the gap in the
literature on how internal communication dynamics can influence the effectiveness of ethical
leadership and transparency in building organizational trust. (Jiang & Men, 2017; Men et al.,
2020)

Research on the electronics sector in Bekasi Regency provides a unique perspective on
how these factors interact in the context of a high-tech industry in a rapidly growing industrial
region. This provides valuable insights into the challenges and opportunities in building
Organizational Trust amidst digital transformation and global competitive pressures faced by
electronics companies in Indonesia (Fatimah et al., 2020). This study integrates the concept of
environmental sustainability into the analysis of Organizational Trust in the electronics industry,
reflecting the global trend towards more environmentally responsible business practices. This
approach provides a new perspective on how electronics companies can build trust not only
through internal practices but also through their commitment to environmental sustainability, an
aspect that is increasingly important to stakeholders in this era (J. Kang & Hustvedt, 2014).
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This study aims to analyze the influence of Ethical Leadership and Transparent Decision-
Making Processes on Organizational Trust in the context of electronic companies, by considering
the mediating role of Communication Openness. In an era of rapid globalization and digital
transformation, the electronics industry faces unique challenges in building and maintaining
Organizational Trust amidst rapid technological change and increasing sustainability demands.
Ethical Leadership and Transparent Decision-Making Processes have been identified as key
factors in enhancing Organizational Trust , but the mediating role of Communication Openness
in this relationship, especially in the e-sector, remains largely unexplored. A study by Men et al.
(2020) suggests that communication openness can be a crucial bridge between leadership
practices and organizational outcomes, including trust. However, research has not specifically
examined these dynamics in the context of the electronics industry, which has unique
characteristics such as rapid innovation cycles and critical sustainability issues. Therefore, this
study aims to fill this gap by investigating how ethical leadership and transparent decision-
making processes, mediated by communication openness, can influence organizational trust in
electronics companies. A deeper understanding of this relationship is expected to provide
valuable insights for leaders and policymakers in the electronics industry to improve
organizational trust, which in turn can drive innovation, productivity, and long-term
sustainability.

Methods

This quantitative study aims to analyze the relationship between Ethical Leadership,
Transparent Decision-Making Processes, Communication Openness, and Organizational Trust
among employees of an electronics company in the industrial area of Bekasi Regency. The
population in this study were employees who had worked for at least one year, with a sample
size of 198 respondents determined using the formula (Hair et al., 2019) (5-10 times the number
of indicators). The sampling technique used purposive sampling as part of non-probability
sampling, while the research instrument was a questionnaire with a Likert scale compiled based
on the indicators of each variable: Ethical Leadership Brown et al., (2005), Transparent
Decision-Making Processes Grimmelikhuijsen & Welch (2012), Communication Openness
Rogers, (1987), and Organizational Trust Mayer & Davis, (1999). The selection of the Bekasi
electronics sector as the research locus is not only based on accessibility and practicality, but also
on its relevance as one of Indonesia’s largest and most dynamic industrial clusters where
digitalization, global competition, and organizational restructuring are rapidly transforming
managerial practices. This environment creates a fertile context for studying ethical leadership,
transparency, and trust, as these constructs become increasingly critical in high-pressure,
technologically intensive workplaces.

Data collection was carried out systematically by distributing questionnaires to
respondents who met the criteria. Data analysis was carried out using the Partial Least Squares
(PLS) method with SmartPLS software, which allows comprehensive testing of relationships
between variables. The use of SEM-PLS is based on the predictive nature of this study, with a
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relatively complex model involving several latent variables and mediating paths. SEM-PLS was
chosen because it is more suitable for analyzing data with a relatively small sample size, a non-
normal data distribution, and a focus on theory development and exploration of relationships
between variables rather than simply confirming the model. This approach also allows
researchers to simultaneously evaluate construct validity and reliability, while also testing direct
and indirect relationships within the research model. This study is expected to contribute to a
deeper understanding of ethical leadership management, open communication, and transparent
decision-making processes to strengthen organizational trust.

Results and Discussion

This study was conducted to analyze the characteristics and demographic profiles of
employees working in the electronics sector in the Bekasi Regency industrial area. Data
collection involved a total of 198 respondents spread across various electronics companies in the
Bekasi Regency industrial area. Respondents were selected based on diverse backgrounds to
obtain a comprehensive representation of the employee population in the manufacturing sector.
The following table details the distribution of respondents based on these seven demographic
characteristics:

Table 1. Respondent Profile

RESPONDENT
ITEM TYPE S PRESENTATION

man 87 43.9%
GENDER ‘Woman 111 56.1%

18-25 103 52%
26-30 51 25.8%
AGE 31-35 32 16.2%

>35 12 6%

1-3 Years 99 50%
4-6 Years 56 28.3%
LENGTH OF WORK 7-10 Years 31 15.7%

>10 Years 12 6%
Production 55 27.8%

1 0
DEPARTMENT/DIVISIO Marketing 35 17.7%
N Finance 34 17.2%
Human Resources 49 24.7%
Other 25 12.6%
Staff 131 66.2%

POSITI B

OSITION/JO Supervisor 30 15.2%
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Manager 37 18.6%
High School/Vocational

School 67 33.8%
LAST EDUCATION D3 25 12.6%
S1 92 46.5%
S2 14 7.1%
EJIP 48 24.2%
GIIC 30 15.2%
WORK AREA MM2100 47 23.7%
JABABEKA 32 16.2%
Other 41 20.7%

Source: Smart PLS 3 Output

Based on data presented by respondents at electronics companies in Bekasi Regency, it
can be seen that the demographic composition of employees is dominated by female gender at
56.1 % , with the majority being in the productive age range of 18-25 years (52%). In terms of
length of service, half of the total respondents (50%) have 1-3 years of work experience, which
indicates a high level of workforce regeneration. In the context of organizational structure, the
Production Department holds the largest portion at 27.8%, followed by Human Resources at
24.7%, with the majority of respondents holding staff positions (66.2%). The aspect of academic
qualifications shows that 46.5 % of respondents are bachelor's degree graduates, reflecting a
fairly high standard of competence. The distribution of work locations is concentrated in the EJIP
area with a proportion of 24.2 % , indicating a significant concentration of electronics industry
activity in that area. This demographic profile indicates that electronics companies in Bekasi
Regency prioritize the empowerment of young workers with adequate levels of education, as
well as providing equal opportunities in terms of gender equality.

Validity Test
Table 2 Validity Test Results
Variables Statement Outer Loading Information
OT1 0.668 Valid
OT3 0.724 Valid
OT4 0.745 Valid
Y OT 5 0.735 Valid
OT 6 0.803 Valid
OT7 0.759 Valid
OoT 10 0.719 Valid
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EL 2 0.737 Valid

EL 4 0.691 Valid

EL 5 0.750 Valid

X1 EL 6 0.753 Valid
EL 7 0.676 Valid

EL 8 0.762 Valid

EL 10 0.784 Valid

TDMP 1 0.694 Valid

TDMP 2 0.748 Valid

TDMP 3 0.709 Valid

X2 TDMP 4 0.696 Valid
TDMP 5 0.718 Valid

TDMP 6 0.667 Valid

TDMP 7 0.721 Valid

TDMP 8 0.706 Valid

CO1 0.651 Valid

CO3 0.739 Valid

M CO6 0.763 Valid
CO7 0.714 Valid

CO8 0.759 Valid

CO9 0.725 Valid

Source: Smart PLS 3 Output

The results of the Validity Test show that all indicators used in this study are declared
valid. This can be seen from the Outer Loading value for each indicator, which is all above 0.7,
which is the minimum acceptable limit for convergent validity.

Reliability Test

Table 3. Reliability Test Results

Variables Cronchbach's Alpha Information
Y 0.859 Realiable
X1 0.859 Realiable
X2 0.857 Realiable
M 0.820 Realiable

Source: Smart PLS 3 Output
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reliability test analysis conducted in this study, all variables showed a very good level of
consistency and reliability. This is evidenced by the Cronbach's Alpha value for each variable
which was far above the minimum threshold of 0.7 . Specifically, variables Y and X1 recorded
the highest identical value of 0.859, followed by variable X2 with a value of 0.857, and variable
M with a value of 0.820. These results indicate that all measurement instruments in the study
have high internal stability and consistency, so they can be relied upon to produce accurate and
consistent data in repeated measurements. Thus, all variables in this study are declared reliable
and suitable for use in further analysis.

R Square Test
Table 4. R Square Test Results
R Square
R Square Adjusted
M 0.740 0.737
Y 0.742 0.738

Source: Smart PLS 3 Output

The results of the coefficient of determination (R Square) analysis in this study indicate a
fairly strong level of ability of the independent variables to explain the dependent variable.
Specifically, the R Square value for variable M is 0.740 or 74% with an Adjusted R Square value
of 0.737 or 73.7%, while for variable Y it has an R Square value of 0.742 or 74.2% with an
Adjusted R Square value of 0.738 or 73.8%. This indicates that the research model has good
predictive ability, where the independent variables are able to explain more than 73% of the
variation in the dependent variable, while the rest is influenced by other factors outside the
research model used.

t-test (Hypothesis)

Table 5. Path Coefficients

Original Sample  Standard T P

Sample Mean Deviation  Statistics Values
M->Y 0.321 0.308 0.099 3,238 0.001
X1 ->M 0.359 0.353 0.098 3,668 0.000
X1 ->Y 0.282 0.288 0.081 3,469 0.001
X2 ->M 0.539 0.548 0.087 6,227 0.000
X2->Y 0.315 0.321 0.090 3,500 0.001

Source: Smart PLS 3 Output
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Based on the results of the Path Coefficients analysis, all relationship paths between
variables show a significant influence with P Values <0.05 . The relationship of X1 to M has a
path coefficient of 0.359 with T Statistics 3.668 (P Values 0.000), while the influence of X1 to Y
shows a coefficient of 0.282 with T Statistics 3.469 (P Values 0.001). Variable X2 has a stronger
influence on M with a path coefficient of 0.539 and T Statistics 6.227 (P Values 0.000), and an
influence on Y with a coefficient of 0.315 and T Statistics 3.500 (P Values 0.001). The influence
of M to Y shows a path coefficient of 0.321 with T Statistics 3.238 (P Values 0.001). These
results indicate that X2 has the strongest influence in the model, especially on the variable M,
while all relationship paths are proven to be statistically significant and meet the criteria of T
Statistics > 1.96 and P Values < 0.05.

Specific Indirect Effects Test

Table 6. Results of the Specific Indirect Effects Test

Original Sample Standard T P

Sample Mean Deviation Statistics  Values
Xl>M->Y 0.115 0.107 0.043 2,661 0.008
X2->M->Y 0.173 0.170 0.065 2,668 0.008

Source: Smart PLS 3 Output

the Indirect Effect Specific Test analysis show that there is a significant indirect effect on
both mediation paths tested. The indirect effect of X1 on Y through M has a coefticient of 0.115
with T Statistics 2.661 and P Values 0.008, while the indirect effect of X2 on Y through M shows
a larger coefficient of 0.173 with T Statistics 2.668 and P Values 0.008. Considering that both
paths have T Statistics values > 1.96 and P Values < 0.05, it can be concluded that the M variable
effectively mediates the relationship between X1 and X2 on Y, with a stronger mediation effect
seen in the path X2 to Y through M.

The Relationship between Ethical Leadership and Organizational Trust

Ethical Leadership has a significant and positive influence on Organizational Trust ,
where when a leader demonstrates ethical behavior such as honesty, integrity, fairness, and
concern for employees, this will create a strong sense of trust within the organization. This trust
grows because employees feel safe and confident that their leaders will make the right decisions
and consider the interests of all parties, thus ultimately encouraging the creation of a positive
work environment, increasing employee commitment, and building a more harmonious working
relationship between leaders and members of the organization.

Based on the profile of respondents in this study, the dominance of female employees
with a young age range, especially in the 18-25 year group and the majority have relatively new
work experience, namely 1-3 years, shows that Organizational Trust built through Ethical
Leadership is very important for the relatively new generation of workers in the organization.
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This is reinforced by the composition of respondents who are mostly in staff positions with a
bachelor's degree educational background, where they really need a leader figure who can
provide ethical guidance and build trust, especially in various departments such as Production,
Human Resources, and various industrial areas where they work. These demographic
characteristics indicate that the role of Ethical Leadership is becoming increasingly crucial in
building and maintaining Organizational Trust , especially in groups of employees who are still
in the development stage of their careers.

Previous research has proven a positive relationship between Ethical Leadership and
Organizational Trust . Research conducted by Mo & Shi (2017) found that Ethical Leadership
not only directly influences Organizational Trust but also plays a role in improving employee
performance through the mediation of that trust. This is reinforced by the study of Asif et al.,
(2019) which revealed that Ethical Leadership contributes significantly to building
Organizational Trust, especially in groups of young and highly educated employees, similar to
the characteristics of the respondents in this study. Furthermore, research by Xu et al., (2016)
adds an important dimension where Ethical Leadership not only builds Organizational Trust but
also creates an ethical climate that supports employee career development, which is very relevant
to the conditions of the majority of respondents who are in the early stages of their careers.

The findings of this study have important practical and theoretical implications.
Practically, the results of this study emphasize the importance of the role of ethical leadership in
building organizational trust , especially in organizations with a young and highly educated
workforce. Leaders need to actively demonstrate their integrity, fairness, and care to create a
conducive work environment and increase employee commitment, which has a positive impact
on productivity, employee retention, and the organization's long-term competitiveness.
Theoretically, this study enriches the literature on the relationship between ethical leadership and
organizational trust , by confirming that employee demographic characteristics, such as age and
work experience, influence how they respond to and interpret ethical leadership practices, thus
encouraging further exploration of these dynamics in other organizational contexts and their
implications for other organizational variables to design more effective leadership development
programs.

The Relationship between Transparent Decision-Making Processes and Organizational
Trust

Transparent Decision-Making Processes have a crucial role in building Organizational
Trust . When management openly communicates the reasons, considerations, and mechanisms
behind every decision made, it creates a climate of openness that encourages mutual trust among
members of the organization. Transparent Decision-Making Processes not only increase
employee understanding of the organization's strategic direction, but also reduce speculation and
negative assumptions, thereby encouraging higher participation, commitment, and loyalty. Thus,
transparency can be seen as the main foundation in building and maintaining strong and
sustainable Organizational Trust .
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Further results show that respondent characteristics also contribute to influencing the
dynamics of Organizational Trust . For example, the age profile of respondents, dominated by
young people aged 18-25, indicates the importance of transparent and accountable
communication to meet this generation's expectations for openness in the decision-making
process. Meanwhile, the involvement of employees with diverse backgrounds, such as positions,
job levels, and work units, emphasizes the need for consistency and inclusion in policy
formulation to maintain trust throughout the organization. Thus, balancing participatory and open
decision-making practices with the characteristics of a heterogeneous workforce is key to
creating strong and sustainable Organizational Trust .

(2005) study , revealed that management transparency in the decision-making process is a
major determinant of employee trust, especially in organizations with diverse members' ages and
backgrounds. Furthermore, Farndale & Kelliher (2013) found that organizational trust is closely
related to individual characteristics, such as job title and tenure, which influence employee
expectations of decision-making practices. Furthermore, Seppéld et al., (2012) found that
consistent management communication regarding organizational policies and procedures
contributes significantly to building employee commitment and innovation by increasing trust.
Taking these findings into account, organizations can design decision-making practices that are
holistic and responsive to workforce characteristics to maximize their impact on building the
trust needed to achieve organizational goals.

The findings of this study have important practical and theoretical implications. From a
practical perspective, the study's findings emphasize the need for organizations to consider
employee demographic and organizational characteristics when designing transparent decision-
making practices. For example, younger employees will appreciate more interactive and
participatory communication , while those with longer careers within the organization will value
more consistency . Therefore, an approach tailored to the workforce profile can maximize the
impact of transparency on building inclusive and sustainable organizational trust . Theoretically,
these findings enhance our understanding of the complex mechanisms linking management
practices, individual characteristics, and trust dynamics in organizational contexts. This
perspective highlights the importance of viewing trust as a multidimensional concept influenced
not only by structural factors but also by personal characteristics and interactions across levels
within the organization. This calls for further research to explore the underlying dynamics of the
relationship between transparency, respondent profiles, and organizational trust in diverse
contexts.

The Relationship of Ethical Leadership in Communication Openness Mediation

Ethical Leadership has a positive influence on various organizational outcomes through
the mediating role of Communication Openness . When leaders demonstrate transparent and
consistent ethical behavior, it fosters a culture of open communication within the organization,
where employees feel safe to express their thoughts, ideas, and concerns without fear. This
Communication Openness further contributes to increased employee trust, commitment, and
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performance, thus demonstrating that Ethical Leadership is not merely a theoretical concept, but
has a real impact in creating a positive and productive work environment through transparent and
inclusive communication mechanisms.

The diverse profiles of respondents, from staff to managers, indicate that the open
communication climate fostered by Ethical Leadership extends beyond management to all levels
of the organization. The highest percentage of respondents were staff, indicating a strong two-
way communication and openness between management and operational employees. In addition,
a fairly large proportion was also seen among respondents from the Human Resources unit and
Managers, indicating a strong understanding among management regarding the importance of
creating a culture of open communication. This diverse respondent profile reinforces the
understanding that effective Ethical Leadership is able to encourage Communication Openness
throughout the organization, not only at the top level but also at operational levels. This certainly
contributes to increased overall employee performance, satisfaction, and engagement.

The findings of this study align with previous research that has shown that effective
ethical leadership can foster comprehensive communication openness within an organization. A
study conducted by Walumbwa et al., (2011) revealed that ethical leadership has a positive
influence on open communication and information transparency, which in turn contributes to
increased employee trust and performance. Furthermore, Rupprecht et al., (2013) found in their
research that strong ethical leadership creates a work environment where employees at various
levels, both operational and management staff, feel comfortable voicing their ideas, suggestions,
and concerns. This is not only limited to interactions between leaders and subordinates, but also
creates open communication among fellow employees. A study conducted by Lau et al., (2007)
also confirmed similar findings, where effective ethical leadership successfully builds employee
trust and engagement through transparent and inclusive communication practices across all
levels of the organization. These findings reinforce the results of the current study, which
showed that the diverse profile of respondents, from staff to managers, reflects the
implementation of ethical leadership that is capable of encouraging broad communication
openness .

The findings of this study not only have theoretical implications but also have important
practical relevance for organizations. Theoretically, these results enrich the understanding of the
mechanisms behind the influence of Ethical Leadership , where Communication Openness acts
as an effective mediator in transmitting the positive impact of Ethical Leadership on various
organizational outcomes . This broadens insight into the vital role of transparent and inclusive
communication in bridging the gap between leader role models and employee performance,
satisfaction, and engagement. From a practical perspective, these findings emphasize the
importance for leaders to actively build a culture of open communication across all levels of the
organization, not just at the management level. By encouraging open communication, both
between leaders and subordinates and among employees, organizations can foster a sense of
trust, collaboration, and empowerment that will ultimately contribute to improved overall
organizational performance. Therefore, organizations need to prioritize the development of
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Ethical Leadership and communication skills for managers and supervisors in an effort to create
a productive and positive work environment.

The Relationship between Transparent Decision-Making Processes in Mediation and
Communication Openness

The relationship between transparent decision-making processes mediated by open
communication significantly impacts performance and internal dynamics. When decision-making
processes are transparent and supported by open communication, this creates a work
environment that fosters trust, active participation, and deeper understanding among
organizational members. Open communication mediation helps bridge information gaps,
increases employee engagement, and facilitates a smoother flow of information, which in turn
contributes to more inclusive, equitable, and effective decision-making.

From the results of the respondent profile in this data, there is a correlation with the
findings regarding the role of Transparent Decision-Making Processes and Communication
Openness . The data shows that the staff category has the highest percentage of respondents,
indicating that open communication and Transparent Decision-Making Processes have a major
impact on their engagement and perception. Furthermore, the supervisor category also showed a
relatively high score, indicating that communication and transparency of decisions influence the
level of oversight within an organization. Other respondent profiles, such as managers and other
categories, also reflected the importance of an organizational climate that prioritizes openness
and participatory decision-making processes. Understanding this correlation can help
organizations design more effective strategies to increase engagement, trust, and performance at
all levels.

The findings of this study align with previous research that has shown that transparent
decision-making processes and communication openness are in line with several previous
studies. A study by Mayer & Gavin , ( 2005) showed that an organizational climate that is
transparent and oriented towards open communication has a stronger influence on employee
engagement and perceptions at the staff and front-line levels. Similarly, Dirks & Ferrin's
research, (2002) found that trust arising from decision transparency and Communication
Openness tends to be higher among supervisors and managers. In addition, Agarwal et al. , (
2012) in their research highlighted the importance of creating a culture of open communication
at all levels of the organization to support effective decision-making. The findings of the current
study complement and strengthen the insights from previous studies, providing a more
comprehensive picture of the practical implications of Transparent Decision-Making Processes
and Communication Openness .

The findings of this study have important practical and theoretical implications for
organizations. Practically, these results emphasize the importance of building an organizational
culture that prioritizes transparent decision-making processes and open communication. This can
drive increased engagement, trust, and performance at all levels, from front-line staff to
management. Theoretically, this research enhances understanding of the mediating mechanisms
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between transparent decision-making and organizational outcomes , particularly how
communication openness acts as a catalyst in this relationship. These findings provide an
empirical basis for the development of more comprehensive theoretical models related to
organizational dynamics and leadership behavior. These implications can inspire further research
as well as more effective management practices in creating innovative, adaptive, and
performance-oriented organizations.

The Relationship between Ethical Leadership and Communication Openness Mediating
Organizational Trust

Ethical Leadership has a strategic role in building Organizational Trust through the
mediating role of Communication Openness . This relationship shows that leaders who apply
high ethics are able to create a climate of Communication Openness and transparency within the
organization, which in turn significantly increases the trust of organizational members. By
encouraging honest, open, and trustworthy communication, ethical leaders succeed in building a
strong foundation of trust, which in turn strengthens bonds and commitment within the
organization, as well as encouraging a positive and productive work environment.

The respondent profile data in this data provides a demographic overview that can be
linked to previous findings. With the majority of respondents in the productive age range ,
namely 18-35 years old, it indicates that the younger generation plays a significant role in the
organization. This can be a consideration for leaders to implement Ethical Leadership and open
communication, to build trust among young employees who tend to be critical and desire
transparency. Furthermore, the composition of positions, such as staff and supervisors, also
reflects an organizational structure that requires coordination and trust between levels to achieve
common goals. Therefore, understanding the respondent profile can help organizations design
leadership and communication strategies that align with the characteristics and needs of their
human resources.

The findings of this study align with previous research that has shown that ethical
leadership mediates communication openness and organizational trust . This study, conducted by
Dirks & Ferrin , ( 2002) showed that open and honest communication from leaders can increase
employee trust in the organization. Furthermore, research by Avolio et al. (2004) revealed that
ethical leadership can encourage a positive work environment and build employee commitment.
Greenbaum et al. found something similar . ( 2012) , which emphasizes the important role of
communication in moderating the relationship between Ethical Leadership and Organizational
Trust . These findings strengthen the results of the current study, which shows that open
communication is able to mediate the influence of Ethical Leadership on Organizational Trust .
Thus, the development of Ethical Leadership and effective communication can be a focus for
organizations in increasing employee trust and engagement.

The findings of this study provide significant practical and theoretical contributions in the
realm of human resource management, where the resulting implications not only enrich the
academic literature, but also provide concrete guidance for organizational practitioners.
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Practically, the study results encourage organizations to develop leadership strategies based on
ethics and open communication, by implementing mechanisms that encourage transparency,
employee engagement, and constructive dialogue across hierarchies. Theoretically, this study
expands the conceptual framework on the relationship between ethical leadership, open
communication, and organizational trust, presenting a mediation model that explains the
complex mechanisms by which communication can bridge the influence of ethical leadership on
trust formation. Furthermore, these findings open up space for future research to explore other
contextual variables that may influence the dynamics of the relationship between leadership,
communication, and trust, taking into account the diversity of organizational cultures, individual
characteristics, and the complexity of the modern work environment.

The Relationship between Transparent Decision-Making Processes in the Mediation of
Communication Openness and Organizational Trust

Transparent Decision-Making Processes play a significant role in building Organizational
Trust through open communication. When an organization implements Transparent Decision-
Making Processes , it encourages more open communication among members, where
information can be freely and clearly conveyed. This open communication then becomes an
important bridge that builds and strengthens Organizational Trust, because members feel valued,
heard, and part of the decision-making process. Thus, decision transparency is not merely an
administrative procedure, but a strategic instrument that can increase cohesion, commitment, and
credibility within the organization, ultimately creating a healthier, more productive, and more
harmonious work environment.

The profile of the respondents involved in this study is also an important factor that can
enrich the understanding of the relationship between Transparent Decision-Making Processes ,
open communication, and Organizational Trust . There is a diversity of demographics of
respondents, ranging from gender, age range , education level, to their position or title within the
organization. This variation shows that the issues of transparency, open communication, and
Organizational Trust are relevant and applicable across various individual backgrounds. By
considering diverse perspectives, a more comprehensive insight can be gained into the dynamics
of interactions between these factors, as well as their implications for strengthening a healthy and
productive organizational culture. A deep understanding of respondent characteristics can make
an important contribution in developing effective strategies to encourage transparency, open
communication, and build strong trust in the organizational environment.

The results of this study are in line with several previous findings. Research conducted by
Dirks & Ferrin, (2002) showed that trust in leaders and organizations can have a significant
impact on employee attitudes and behaviors, including performance, commitment, and job
satisfaction. In addition, a study conducted by Mayer & Gavin, (2005) identified three main
factors influencing trust: ability, benevolence, and integrity. In an organizational context,
transparent decision-making processes and communication openness can contribute to employee
perceptions of management's integrity and benevolence, which ultimately builds trust.
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Furthermore, research by Ertiirk, (2010) found that employee perceptions of organizational
support and effective leadership can mediate the relationship between open communication and
organizational trust . This finding strengthens the understanding that a climate of communication
openness can be key to building trust in an organization.

The findings of this study have important practical and theoretical implications for
organizations. Practically, these findings can help organizations in designing strategies to
increase Organizational Trust through the implementation of Transparent Decision-Making
Processes and open communication. By understanding how employee profiles can influence their
perceptions, organizations can develop programs and policies that are more responsive to diverse
needs and perspectives. At the theoretical level, this research can enrich our understanding of the
dynamics between key elements within organizations, such as leadership, organizational culture,
and employee behavior. This can help develop a more comprehensive conceptual framework to
explain the factors that contribute to the formation of organizational trust . These findings may
also inspire further research to explore the interactions between individual characteristics,
organizational processes, and organizational performance outcomes.

The Relationship between Communication Openness and Organizational Trust

The mediating relationship between Communication Openness and Organizational Trust
shows that communication openness plays a key role in building Organizational Trust . The more
open and transparent the communication in an organization, the higher the level of trust that is
built among its members. Clear, accessible, and honest communication acts as a crucial bridge
that facilitates the exchange of information, reduces uncertainty, and creates a sense of mutual
understanding and support. Thus, communication openness is not merely a process of
information transfer, but a fundamental mechanism for building, maintaining, and strengthening
sustainable organizational trust.

The respondent profiles in the data can provide further insights into the correlation
between Communication Openness and Organizational Trust . For example, it can be seen that
respondents who are open in communicating tend to hold higher positions in the organization,
such as staff, supervisors, and managers. They may have broader access to information and
decision-making processes, thus building stronger trust. On the other hand , respondents at lower
levels, such as others and human resources, showed lower levels of open communication and
organizational trust . This may indicate that the culture of communication and organizational
trust is not evenly distributed, and may be an area that organizations need to pay attention to in
their efforts to build a more inclusive climate of openness and trust.

The current research findings, which demonstrate the mediating role of communication
openness in the relationship between transparent decision-making processes and organizational
trust , align with those of several previous researchers. Research conducted by Eldor (2017)
revealed that open communication about transparent decision-making processes can increase
employee trust in the organization. Furthermore, Sulea et al., (2012) found that communication
openness and honesty about decision-making play an important role in building organizational
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trust. This is also consistent with the findings of Nguyen et al. , ( 2017) , who emphasized that
transparency in the decision-making process, facilitated by open communication, contributes to
increased Organizational Trust .

The findings of this study also have important practical and theoretical implications.
Practically, the results emphasize the importance of cultivating open communication and
transparency within organizations, particularly regarding decision-making processes. This can
help increase employee trust in the organization, which in turn can improve their performance,
commitment, and engagement. From a theoretical perspective, this research enriches the
understanding of the dynamics between communication, decision making, and Organizational
Trust. He demonstrates how open communication can act as a key mediator in linking
transparent decision-making processes to the development of strong trust among organizational
members. These findings can serve as a basis for further research on the critical role of
communication in creating a healthy and productive organizational environment.

Conclusion

The conclusion of this study shows that Ethical Leadership and Transparent Decision-
Making Processes have a significant influence on Organizational Trust in electronics companies
in Bekasi Regency, with Communication Openness acting as a key mediator in the relationship.
This also demonstrates the theoretical contribution of this study by expanding the trust literature
in the context of the electronics industry in developing countries. These findings underscore the
importance of leaders who are able to apply ethical and transparent principles not only to build
trust, but also to create an inclusive and collaborative work culture, which is especially important
for young and highly educated employees. These findings highlight the importance of the role of
leaders in building an open work environment to achieve competitive advantage. Electronic
company leaders in Bekasi Regency can build open communication channels or hold regular
decision-making transparency forums to strengthen information transparency within the
organization.

It should also be noted that this research has several limitations, especially the cross-
sectional research design (data collection at one time) and the research sample which is only
limited to one industrial area in Bekasi Regency, so that the findings of this research cannot be
generalized widely. Further research is recommended to explore more deeply other variables that
may influence this relationship, expand the study context to other industrial sectors, test
additional mediating variables such as organizational culture or procedural justice, and take into
account cultural and technological dynamics within the organization to gain more holistic
insights. Future research could also consider comparisons between different industrial sectors to
gain broader insights into the factors influencing Organizational Trust.

254

Talent: Journal of Economics and Business


https://lenteranusa.id/

Talent: Journal of Economics and Business
Volume 03 No 04 December 2025
E ISSN : 3031-6383

L N https:/ /lenteranusa.id/

References

Agarwal, U.A., Datta, S., Blake-Beard, S., & Bhargava, S. (2012). Linking LMX, innovative
work behavior and turnover intentions: The mediating role of work engagement. Career
Development International , 17 (3), 208-230.
https://doi.org/10.1108/13620431211241063

Asif, M., Qing, M., Hwang, J., & Shi, H. (2019). Ethical leadership, affective commitment ,
work engagement, and creativity: Testing a multiple mediation approach. Sustainability
(Switzerland) , 11 (16). https://doi.org/10.3390/sul1164489

Avolio, B.J., Gardner, W.L., Walumbwa, F.O., Luthans, F., & May, D.R. (2004). Unlocking the
mask: a look at the process by which authentic leaders impact follower attitudes and
behaviors. The Leadership Quarterly , 15 (6), 801-823.
https://doi.org/https://doi.org/10.1016/j.leaqua.2004.09.003

Brown, M. E., Trevifio, L. K., & Harrison, D. A. (2005a). Ethical leadership: A social learning
perspective for construct development and testing. Organizational Behavior and Human
Decision Processes , 97 (2), 117-134.
https://doi.org/https://doi.org/10.1016/j.0bhdp.2005.03.002

Brown, M. E., Trevifio, L. K., & Harrison, D. A. (2005b). Ethical leadership: A social learning
perspective for construct development and testing. Organizational Behavior and Human
Decision Processes , 97 (2), 117—134. https://doi.org/10.1016/j.0bhdp.2005.03.002

Demirtas, O. (2015). Ethical Leadership Influence at Organizations: Evidence from the Field.
Journal of Business Ethics , 126 (2), 273-284. http://www.jstor.org/stable/24702748

Dirks, K. T., & Ferrin, D. L. (2002). Trust in leadership: Meta-analytic findings and implications
for research and practice. Journal of Applied Psychology , 87 (4), 611-628.
https://doi.org/10.1037/0021-9010.87.4.611

Edelman Trust Barometer. (2023). 2023 Edelman Trust Barometer .

Eldor, L. (2017). Looking on the Bright Side: The Positive Role of Organizational Politics in the
Relationship between Employee Engagement and Performance at Work. Applied
Psychology , 66 (2), 233-259. https://doi.org/10.1111/apps.12090

Elsetouhi, A.M., Hammad, A.A., Nagm, A.-E. A., & Elbaz, A.M. (2018). Perceived leader
behavioral integrity and employee voice in SMEs travel agents: The mediating role of
empowering leader behaviors. Tourism Management , 65 , 100-115.
https://doi.org/https://doi.org/10.1016/j.tourman.2017.09.022

Ertiirk, A. (2010). Exploring predictors of organizational identification: Moderating role of trust
on the associations between empowerment, organizational support, and identification.
European Journal of Work and Organizational Psychology , 19 (4), 409-441.
https://doi.org/10.1080/13594320902834149

Farndale, E., & Kelliher, C. (2013). Implementing Performance Appraisal: Exploring the
Employee Experience. Human Resource Management , 52 (6), 879-897.
https://doi.org/https://doi.org/10.1002/hrm.21575

255

Talent: Journal of Economics and Business


https://lenteranusa.id/

Talent: Journal of Economics and Business
Volume 03 No 04 December 2025
E ISSN : 3031-6383

L N https:/ /lenteranusa.id/

Fatimah, YA, Govindan, K., Murniningsih, R., & Setiawan, A. (2020). Industry 4.0 based
sustainable circular economy approach for smart waste management system to achieve
sustainable development goals: A case study of Indonesia. Journal of Cleaner Production ,
269 , 122263. https://doi.org/https://doi.org/10.1016/j.jclepro.2020.122263

Fulmer, C. A., & Gelfand, M. J. (2012). At What Level (and in Whom) We Trust: Trust Across
Multiple Organizational Levels. Journal of Management , 38 (4), 1167-1230.
https://doi.org/10.1177/0149206312439327

Greenbaum, R.L., Mawritz, M.B., & Piccolo, R.F. (2012). When Leaders Fail to “Walk the
Talk: Supervisor Undermining and Perceptions of Leader Hypocrisy. Journal of
Management , 41 (3), 929-956. https://doi.org/10.1177/0149206312442386

Grimmelikhuijsen, S. G., & Welch, E. W. (2012). Developing and Testing a Theoretical
Framework for Computer-Mediated Transparency of Local Governments. Public
Administration Review , 72 (4), 562-571. https://doi.org/https://doi.org/10.1111/5.1540-
6210.2011.02532.x

Hair, JF, Black, WC, Babin, BJ, & Anderson, RE (2019). Multivariate Data Analysis (8th ed .) .

Jiang, H., & Luo, Y. (2018). Crafting employee trust: from authenticity, transparency to
engagement. Journal of Communication Management , 22 (2), 138-160.
https://doi.org/10.1108/JCOM-07-2016-0055

Jiang, H., & Men, R.L. (2017). Creating an Engaged Workforce: The Impact of Authentic
Leadership, Transparent Organizational Communication, and Work-Life Enrichment.
Communication Research , 44 (2), 225-243. https://doi.org/10.1177/0093650215613137

Kang, J., & Hustvedt, G. (2014). Building Trust Between Consumers and Corporations: The
Role of Consumer Perceptions of Transparency and Social Responsibility. Journal of
Business Ethics , 125 (2), 253-265. http://www.jstor.org/stable/24033230

Kang, M., & Sung, M. (2017a). How symmetrical employee communication leads to employee
engagement and positive employee communication behaviors: The mediation of
employee-organization relationships. Journal of Communication Management , 21 , 82—
102. https://doi.org/10.1108/JCOM-04-2016-0026

Kang, M., & Sung, M. (2017b). How symmetrical employee communication leads to employee
engagement and positive employee communication behaviors: The mediation of
employee-organization relationships. Journal of Communication Management , 21 , 82—
102. https://doi.org/10.1108/JCOM-04-2016-0026

Korn Ferry. (2022). Employee Satisfaction and Engagement Survey Indonesia 2022 . Korn Ferry.
https://www.kornferry.com/insights/featured-topics/employee-experience

Lau, D. C., Liu, J., & Fu, P. P. (2007). Feeling trusted by business leaders in China: Antecedents
and the mediating role of value congruence. Asia Pacific Journal of Management , 24 (3),
321-340. https://doi.org/10.1007/s10490-006-9026-z

Lu, X. (2014). Ethical Leadership and Organizational Citizenship Behavior: The Mediating
Roles of Cognitive and Affective Trust. Social Behavior and Personality: An International
Journal , 42 . https://doi.org/10.2224/sbp.2014.42.3.379

256

Talent: Journal of Economics and Business


https://lenteranusa.id/

Talent: Journal of Economics and Business
Volume 03 No 04 December 2025
E ISSN : 3031-6383

L N https:/ /lenteranusa.id/

Mayer, R. C., & Davis, J. H. (1999). The Effect of the Performance Appraisal System on Trust
for Management: A Field Quasi-Experiment. In Journal of Applied Psychology (Vol. 84,
Issue I).

Mayer, R.C., & Gavin, M.B. (2005). Trust in Management and Performance: Who Minds the
Shop While the Employees Watch the Boss? Academy of Management Journal , 48 (5),
874-888. https://doi.org/10.5465/am;.2005.18803928

Men, L.R., & Stacks, D. (2014). The Effects of Authentic Leadership on Strategic Internal
Communication and Employee-Organization Relationships. Journal of Public Relations
Research , 26 (4), 301-324. https://doi.org/10.1080/1062726X.2014.908720

Men, L.R., Yue, C.A., & Liu, Y. (2020). “Vision, passion, and care:” The impact of charismatic
executive leadership communication on employee trust and support for organizational
change. Public Relations Review , 46 (3), 101927.
https://doi.org/https://doi.org/10.1016/j.pubrev.2020.101927

Mishra, K., Boynton, L., & Mishra, A. (2014). Driving Employee Engagement: The Expanded
Role of Internal Communications. International Journal of Business Communication , 51
(2), 183-202. https://doi.org/10.1177/2329488414525399

Mo, S., & Shi, J. (2017). Linking Ethical Leadership to Employee Burnout, Workplace Deviance
and Performance: Testing the Mediating Roles of Trust in Leaders and Surface Acting.
Journal of Business Ethics , 144 (2), 293-303. https://doi.org/10.1007/s10551-015-2821-
z

Nguyen, T.T., Mia, L., Winata, L., & Chong, V.K. (2017). Effect of transformational-leadership
style and management control system on managerial performance. Journal of Business
Research , 70 , 202—-213. https://doi.org/https://doi.org/10.1016/j.jbusres.2016.08.018

Pirson, M., Martin, K., & Parmar, B. (2017). Formation of Stakeholder Trust in Business and the
Role of Personal Values. Journal of Business Ethics , 145 (1), 1-20.
http://www.jstor.org/stable/45022198

Rawlins, B. (2009). Give the Emperor a Mirror: Toward Developing a Stakeholder Measurement
of Organizational Transparency. Journal of Public Relations Research , 21 , 71-99.
https://doi.org/10.1080/10627260802153421

Rogers, D.P. (1987). The Development of a Measure of Perceived Communication Openness.
The Journal of Business Communication (1973) , 24 (4), 53-6l.
https://doi.org/10.1177/002194368702400404

Rosalind Searle Deanne N. Den Hartog, AWNGFSTH, & Skinner, D. (2011). Trust in the
employer: the role of high-involvement work practices and procedural justice in
European organizations. The International Journal of Human Resource Management , 22
(5), 1069-1092. https://doi.org/10.1080/09585192.2011.556782

Rupprecht, E. A., Waldrop, J. S., & Grawitch, M. J. (2013). Initial validation of a new measure of
leadership. Consulting Psychology Journal: Practice and Research , 65 (2), 128-148.
https://doi.org/10.1037/a0033127

257

Talent: Journal of Economics and Business


https://lenteranusa.id/

Talent: Journal of Economics and Business
Volume 03 No 04 December 2025
E ISSN : 3031-6383

L N https:/ /lenteranusa.id/

Schnackenberg, A. K., & Tomlinson, E. C. (2016). Organizational Transparency: A New
Perspective on Managing Trust in Organization-Stakeholder Relationships. Journal of
Management , 42 (7), 1784—1810. https://doi.org/10.1177/0149206314525202

Seppdld, T., Lipponen, J., Bardi, A., & Pirttild-Backman, A.-M. (2012). Change-oriented
organizational citizenship behavior: An interactive product of openness to change values,
work unit identification, and sense of power. Journal of Occupational and Organizational
Psychology , 85 (1), 136-155. https://doi.org/https://doi.org/10.1111/j.2044-
8325.2010.02010.x

Sulea, C., Virga, D., Maricutoiu, L.P., Schaufeli, W., Zaborila Dumitru, C., & Sava, F.A. (2012).
Work engagement as a mediator between job characteristics and positive and negative
extra - role behaviors. Career Development International , 17 (3), 188-207.
https://doi.org/10.1108/13620431211241054

Walumbwa, F.O., Mayer, D.M., Wang, P., Wang, H., Workman, K., & Christensen, A.L. (2011).
Linking ethical leadership to employee performance: The roles of leader—-member
exchange, self-efficacy, and organizational identification. Organizational Behavior and
Human Decision Processes , 115 (2), 204-213.
https://doi.org/https://doi.org/10.1016/j.0bhdp.2010.11.002

Xu, A. J, Loi, R., & Ngo, H. (2016). Ethical Leadership Behavior and Employee Justice
Perceptions: The Mediating Role of Trust in Organizations. Journal of Business Ethics ,
134 (3), 493-504. https://doi.org/10.1007/s10551-014-2457-4

258

Talent: Journal of Economics and Business


https://lenteranusa.id/

