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have been investigated. This research employed a descriptive- KEYWORDS
correlational method, utilizing a structured questionnaire with a four-point
Likert scale as the principal data-gathering instrument. The data that have
been gathered from the questionnaire are analyzed using statistical tools
such as the mean, which is used in determining the respondents’
assessment level on organizational change, trust, and effectiveness while
the Pearson-r correlation is used to determine the significant relationship
between the respondents’ perceived level of organizational change, trust,
and effectiveness. Findings showed a very high positive correlation
between organizational change and organizational trust, as well as
between organizational change and effectiveness, and between
organizational trust change and effectiveness, based on Pearson r-
coefficients of 0.69, 0.62, and 0.54, respectively. Dealing with the level
of organizational change in terms of the climate of change and factor
analysis of change-specific process factors; level of organizational trust
in supervisor, peers, and upper management; and lastly level of
organizational effectiveness in terms of goal attainment, efficiency,
employee satisfaction and engagement, communication and information
flow, human resources, innovation and adaptability and stakeholder
satisfaction have an overall high mean of 3.20, 3.19 and 3.09 respectively.
In response to these insights, organizational development interventions
and training designs were designed to bolster or sustain trust levels during
organizational changes and to enhance the rapport between administrators
and faculty.
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INTRODUCTION

The Nueva Vizcaya State University (NVSU) is one among the 2300 higher education institutions (HEISs) in the
Philippines that is known as a very competitive and a premier university not only in the province but throughout the
country with its vision to become the leading university in education, innovation, and sustainable development. The
university has achieved milestones and prestigious awards in regional, national, and even international as evidenced
by the best practices in the international research arena, extension services, and other programs. These achievements
are because of trust, effectiveness, and change in the university. Hence, trust, effectiveness, and change are the most
essential factors for the success of a higher education institution (HEI), just like NVSU. With these, faculty members
can work together toward achieving the university’s mission and vision. In the evolving landscape of higher
education, the capacity of institutions to adapt to change while maintaining trust and effectiveness is paramount.
Organizational change within educational institutions can manifest in various forms, including structural
reorganization, policy shifts, technological integration, and curricular reforms. For the Generation XYZ faculty,
adapting to these changes involves navigating new systems, aligning with updated practices, and often redefining
their roles within the institution. Effective change management is crucial, not only for the successful implementation
of new initiatives but also for minimizing disruptions and maintaining morale among faculty.

It is denied that the only thing that is constant in the world is change. Development in today's environment
entails letting go of outdated ideas and accepting fresh viewpoints. Academic institutions must also change to fit into
a complicated and competitive environment. Any change attempt must have the support of the organization's
members to succeed, and organizational leaders who can inspire this support are crucial (Ashkenas et al. 2013).
According to Al-Abrrow et al. (2019b) and Peng et al. (2020), a reaction is a behavioral and cognitive response to a
change that is founded on flexibility and an in-depth grasp of how to respond to a change. This is largely dependent
on how supervisors execute changes and how people respond to them.

Typically, resistance to change occurs when it is anticipated to lead to increased workload, uncertainty, and
exhaustion, particularly when change is and affects the entire company or significant portions of it (Beare et al., 2020;
Li et al., 2017). Individuals' responses to organizational change are anticipated to depend on how they perceive and
evaluate how the change will affect them personally. This argues that an individual's attitudes, beliefs, and feelings
about a change combine to form their response to the change. How people respond to organizational change will
determine whether a change is implemented successfully (Shura et al., 2017). Reactions to a change are directly tied
to participation in the change process. When practitioners comprehend the need for change, they are more likely to
be able to diagnose patients accurately and increase their readiness to change (Albrecht et al., 2020). Additionally,
people are more likely to commit to a change if they believe it will meet their expectations and encounter little
resistance to it (Helpap, 2016).

According to some studies, although there is general interest in the organizational change process, the
majority of attempts resulted in the process being executed poorly, which ultimately led to failure (Hussain et al.,
2018). This is since several secondary variables were prioritized over the main factor of how people and organizations
responded to organizational change in those studies (Oreg & Berson, 2011; Alnoor et al., 2021). Less resistance to
change might be anticipated as a result of a positive reaction that enables people to be more job-focused. In a similar
vein, a negative response to change frequently results in a strong resistance to change. If change is viewed as harmful,
this occurs. Additionally, when professional connections are in danger due to a change in circumstances that forces
them to quit their jobs, people tend to respond negatively (Michela & Vena, 2012). However, some people react
hesitantly to change, especially when the results in the future are uncertain. Reactions are used to deal with and
engage with change because this causes disruption and worry for both companies and individuals (Blom, 2018).

These factors imply that depending on individual perspectives, people respond to organizational change in
different ways. Organizational routines are disrupted by organizational change, which can undermine trust and lead
to risky situations that affect both employee and organizational performance. Therefore, given the relationship's
increased
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fragility, the creation and maintenance of trust in management is becoming more and more crucial (Bachmann &
Inkpen, 2011; Fulmer & Gelfand, 2012; Gustafsson et al., 2021). Organizational change has three components
according to Bouckenooghe et al., (2009) which included climate of change, dimensional change, and readiness of
dimensional change within an organization. Consequently, the faculty needs to adopt to change in the university to
be adept to organizational change.

The literature on knowledge management has emphasized the importance of trust as a component in the
success of knowledge management techniques. Particularly, the significance of sharing knowledge and trust has
received considerable attention (Ozlati, 2015). Additionally, scholars have been interested in the role that trust plays
in protecting knowledge or how to communicate knowledge only with the appropriate parties (Olander et al., 2015).
One may argue that trust promotes collaboration and knowledge sharing both within and across enterprises. In the
knowledge-based network economy, trust has generally been regarded as a crucial component, particularly because
it is thought to operate as a lubricant for handling uncertainty, complexity, and related hazards.

Since trust is crucial in organizational settings and to produce a variety of results, it is a goal for all kinds of
businesses to increase employee trust in their employers (Brihl et al., 2018; Fulmer, 2018). Without the support and
confidence of internal organizational stakeholders, such as managers and employees, organizations are likely to
perform worse and have lower productivity levels (Vanhala & Dietz, 2015). According to some, organizational
effectiveness is only achievable when interdependent actors collaborate successfully in an environment of good trust,
and as a result, trust affects organizational-level outcomes like innovativeness and performance (Vanhala & Ritala,
2016; Koohang et al., 2017).

Effectiveness, organizational change, and trust are all related. Although change upends patterns and makes
workers feel vulnerable, trust promotes one's capacity to manage vulnerability through interpersonal contact, open
information sharing, communication, and feedback (Gustafsson et al., 2021; Lewicki & Brinsfield, 2012; Savolainen,
2011; Bachmann & Inkpen, 2011). With a leadership authority mechanism, trust influences behavior, which is
reflected in performance. The ability of the organization's members to perform efficiently and productively depends
on their ability to have trust in the organization's leadership, their fellow employees, the organization, and its clientele.
According to Office of the State Personnel documents from 2015, an effective organization is set up to be able to do
things like: (a) adapt quickly to a changing environment; (b) effectively carry out its mission; (c) wisely utilize the
knowledge, skills, and abilities of its employees; (d) encourage effective communication and the flow of information
necessary for every employee to do a good job; and (e) promote decision-making at the level of the organization that
is most appropriate. There are many ways to construct and model an organization, Morgan (2006) stressed, with
significant implications for the effectiveness criterion. Every component must be functioning properly for the
organization to be productive. For the entire organization to function at its best, each component must fit and
collaborate with other components. The components of a company known for excellence are in harmony, making the
total more potent than the sum of its parts (Office of the State Personnel, 2015). Before beginning any organizing,
managers must decide how the organization will be structured.

An association between management trust and effectiveness measures like work performance and
effectiveness has been found in prior empirical research (Li & Tan, 2013; Drescher et al., 2014; Su et al., 20203,
2020b; Tisu et al., 2021; Hou et al., 2021). Although employee well-being is influenced by trust, the relationship
between trust and leadership performance across sectors, which establishes the desired behaviors essential for
effectiveness, has received little attention (Gustafsson et al., 2021; Lyu & Chen, 2022; Tisu et al., 2021). Trust has
an impact on performance and is a key determinant of organizational effectiveness. (Drescher et al., 2014; Su et al.,
2020a,b). Furthermore, trust is likely to boost employees' productivity, organizational effectiveness, and the extent
to which they strive toward shared objectives. Previous studies have found a link between effectiveness and
proficiency, particularly work-role performance and adaptability. Leadership techniques may boost effectiveness
since employees' motivation to invest in their work depends on job clarity, skilled leadership with feedback, and the
creation of opportunities (Tisu et al., 2021). In contrast, Yin (2014) investigated the employee situation and
organizational change in the intra-organizational context, focusing on how members of the organization construct
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and perceive their experiences (Gioia et al., 2012) concerning organizational trust that may have an impact on
effectiveness. In a similar line, it may be claimed that trust inside an organization promotes knowledge sharing, which
in turn impacts the members of the company's overall effectiveness. Companies need to establish a culture of
information sharing and organizational trust if they are to succeed in continuously delivering wholly new or better
products and services (Ansari & Malik, 2017). Within-organization trust is crucial in creating this type of culture
(Vanhala & Ritala, 2016). Recent research has looked closely at how cooperation, empowerment, and participation
can lead to employee involvement, which is crucial for supporting organizational change (Bah et al., 2024)

Even though many researchers have worked to conduct several studies to try and analyze the nature of
cognitive and behavioural responses, such as job satisfaction, individual performance, emotional intelligence,
readiness for organizational creativity, organizational management, organizational culture, and other organizational
researches, few studies have examined how employees react to organizational change, how their trust in one another
affects the functioning of the organization, and how these factors interact. As a result, there have been more studies
that investigated how people react to change, but it is still unclear how to assign the many study case types to the
most important factors that affect how people react to change, whether they do so positively or negatively, and how
well an organization function effectively. Therefore, more research is required about organizational change,
organizational trust, and organizational effectiveness. This methodical analysis aims to offer practical insights into
settings of change reactions and help the authors identify existing approaches and research gaps in this field. This
study thus satisfies the identified literary demand.

The pattern of equilibrium between organizational trust (Scott, 1981) and organizational transformation
(Bouckenooghe et al., 2009) is not well documented empirically. Furthermore, little empirical research distinguishes
between these two variables, and nothing in the body of literature has looked at how organizational change,
organizational trust, and organizational effectiveness interact in different contexts. As a result, linking organizational
change and organizational trust that results in increased organizational effectiveness becomes essential to the future
work environment of the organization's members. The organization at NVSU continues to strive for excellence to
offer its clients, which includes teachers and all other staff members involved in providing high-quality education
and exceptional services. The researcher has noticed that change is a constant at the institution. The researcher also
noted the importance of trust today, which might ultimately have an impact on the effectiveness of the members of
the organization, particularly given that the university's faculty in the College of Engineering is made up of a variety
of generations, which can lead to discrepancies. The university's academic members represent a variety of cultures,
philosophies, and generations. Further, this study was conducted to measure the present status of the faculty on their
organizational trust, effectiveness, and chance for benchmarking purposes, which can be a basis in implementing
programs in the university that can help enhance the faculty’s organizational trust and effectiveness as they embrace
change. This study can also benefit the baby boomers who can learn from this study as they work in the university.

OBJECTIVES OF THE STUDY

The study aimed to determine the interplay of organizational change and trust on the organizational effectiveness of
the faculty members in the College of Engineering at Nueva Vizcaya State University for the school year 2022-2023.

Specifically, it aims to attain the following research objectives:

1. To identify the respondents’ level of assessment on organizational change in terms of the climate of change and
factor analysis of change-specific process factors;

2. To identify the respondents’ level of assessment on organizational trust along with trust in supervisor, trust in
peers, trust in upper management, and organizational trust;

3. To identify the respondents’ level of assessment of organizational effectiveness in terms of goal attainment,
efficiency, employee satisfaction and engagement, communication and information flow, human resources,
innovation and adaptability, and stakeholder satisfaction;

85
https://irjstem.com



International Research Journal of Science, Technology, Education, and Management
Volume 5, No. 1 | March 2025

4. To unveil if the respondents’ level of assessment on organizational change and organizational trust significantly
relate to and

5. To unveil if the respondents’ assessment of organizational change and trust with their organizational effectiveness
significantly relate.

MATERIALS AND METHODS

Quantitative research was used to assess the effectiveness of the organization, change in the organization, and
organizational trust among the faculty members in the College of Engineering of Nueva Vizcaya State University
(NVSU). This research quantifies respondents' attributes to provide a systematic analytical framework and involves
meticulously interpreting and statistically analyzing raw numerical data to generalize conclusions. Quantitative
research, like Bhandari's (2020), comprises the systematic collection and analysis of numerical data and the detection
of patterns, development of hypotheses, causality examination, and extrapolation of results to larger populations.

In addition, this study employed the descriptive-correlational method, utilizing a structured questionnaire as the
principal data-gathering instrument. The selection of this method is based on the intent to describe specific
phenomena and collect information with analytical interpretation. Utilizing a quantitative research design employing
a descriptive-correlational method is of paramount importance when investigating the intricacies of organizational
effectiveness, its correlation with organizational change, and perceived organizational trust. This methodological
approach ensures an objective measurement of variables pertinent to the study, enabling the researcher to quantify
different facets of these constructs with precision and accuracy, thus minimizing bias and subjective interpretation.
Furthermore, the descriptive aspect of quantitative research allows for the identification of patterns and trends within
the data, providing valuable insights into the current state of organizational dynamics. Through correlational analysis,
the researcher was able to delve deeper into the relationships between these variables, shedding light on the interplay
between organizational effectiveness, change initiatives, and trust dynamics among faculty members. Importantly,
the generalizability of quantitative findings allows for broader implications beyond the confines of the university,
offering insights applicable to similar educational institutions and organizational settings.

Meanwhile, the evidence-based approach facilitates informed decision-making by administrators and
policymakers, guiding strategic interventions aimed at enhancing organizational effectiveness, managing change, and
fostering trust within the university community. Moreover, quantitative research enables the formulation and testing
of hypotheses, providing predictive insights into future trends and outcomes, thus contributing to the advancement
of organizational development initiatives. Hence, employing a quantitative research design employing a descriptive-
correlational method provides a strong framework for unraveling the complexities of organizational dynamics and
informing strategic decision-making processes within NVSU and beyond.

Survey Questionnaires

The primary tool used for data collection in this research was a survey questionnaire, which consisted of
three separate parts. The first portion of the study was centered on evaluating the effectiveness of the organization.
The second component was tailored to evaluate the process of organizational change. Lastly, the objective of the third
component was to assess the level of organizational trust inside the organization. Twenty (20) respondents from the
College of Engineering were given a questionnaire since this is the only total number of available faculty members
workforce. They are instructed to indicate their views by selecting the choices that most accurately align with their
ideas and experiences. The focus of the questionnaire is on organizational change and trust. The questionnaire on
organizational change was utilized to measure respondents' perceptions, which was adapted from The Organizational
Change Questionnaire—Climate of Change, Factor Analyses of Change developed by Bouckenooghe et al. (2009).
This instrument encompasses two key dimensions: climate of change and factor analyses of change. A Cronbach's
value of 0.81 indicates good internal consistency, affirming the reliability of measuring these dimensions.
Respondents were asked to provide their responses to each item using a four-point Likert scale, allowing for nuanced
assessments of their perceptions regarding organizational change. The four-point Likert scale is chosen over five-
point or seven-point Likert scales because it excludes a neutral option, forcing respondents to pick a side. This can
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result in more definitive input since it decreases the chance of "fence-sitting," in which respondents choose a neutral
option without fully meditating on their position. This method is particularly appropriate when a clear attitude, such
as market research or customer satisfaction surveys, is needed. Moreover, the respondent’s uncertainty and
misunderstanding are decreased by the smaller number of response possibilities. Quicker responses and maybe higher
survey completion rates can result from a simpler scale because respondents can more easily express their ideas
without having to navigate multiple-choice questions. This scale facilitates the quantification of respondents' attitudes
and perceptions, enabling researchers to gather detailed insights into the organizational change processes within the
study's setting. The instrument is scaled, and respondents were offered four options to select from:

Rating Qualitative descriptions
4 Always

3 Often

2 Sometimes

1 Not all

To arrive at a verbal description of each item, the following arbitrary numerical guide was used:

Range Qualitative descriptions
3.25-4.00 Very high

2.50-3.24 High

1.75-2.49 Average

1.00-1.74 Low

Conversely, the faculty's organizational trust was assessed using the organizational trust questionnaire. This
was adapted from Scott's (1981) creation of four organizational metrics of trust: organizational trust, peer trust,
superior trust, and top management trust. A Cronbach's alpha value of 0.85 indicates good internal consistency,
affirming the scale's reliability in measuring these dimensions. A four (4) Likert Scale was used for the responses to
all items. This instrument was scaled, and the respondents were offered four (4) choices similar to the Likert scale
used in organizational change.

Lastly, the organizational effectiveness questionnaire was adopted from Vadil and Castriciones (2022) which
includes dimension 1- goal attainment; dimension 2-efficiency; dimension 3- employee satisfaction and engagement’
dimension 4- strategic clarity; dimension 5- communication and information flow; dimension 6- human resource;
dimension 7- innovation and adaptability; and dimension 8- stakeholder satisfaction. A Cronbach's alpha value of
0.89 indicates good internal consistency, affirming the scale's reliability in measuring these dimensions. A four (4)
Likert Scale was used for the responses to all items. This instrument was scaled, and the respondents were offered
four (4) choices to select from:

Rating Qualitative descriptions
4 Strongly agree

3 Agree

2 Disagree

1 Strongly disagree

Statistical Treatment

After the data was gathered through the questionnaires, statistical tools such as the mean, which is used in
determining the respondents’ assessment level on organizational change, organizational trust, and organizational
effectiveness, were performed. Other than that, the Pearson-r correlation is used to determine the significant
relationship between the respondents’ perceived level of organizational change, organizational trust, and
organizational effectiveness, which is given by the equation
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= %) i= %)
VE@i- 0?2 T(yi- §)?

where:

r is the Pearson correlation coefficient
Xi is the x variable in a sample

X is the mean values of the x variable
yi is the y variable in a sample

y is the mean values of the y variable

The determination of the relationships between the variables was made and the interpretation is shown
below.

Computed r -values  Qualitative descriptions

1.0 Perfect correlation
0.71-0.99 High correlation
0.41-0.70 Marked correlation
0.21-0.40 Low or slight correlation
0.00-10.20 Negligible correlation

All statistical inferences were tested at 0.05 level of significance.
RESULTS AND DISCUSSION

Level of Assessment on Organizational Change in Terms of the Climate of Change and Factor Analyses of
Change-Specific Process Factors

The findings for the respondents’ level of assessment on organizational change in terms of the climate of
change and factor analyses of change-specific process factors as shown in Table 1 consistently exhibit a "high" level
of assessment regarding organizational change, evidenced by the computed overall mean of 3.20. Specifically,
regarding the climate of change and factor of analyses of change dimensions, their assessment remains steadfastly
"high," with a grand mean of 3.21 and 3.19 respectively.

Table 1. Mean and Qualitative Description of the Respondents’ Assessment of Their Organizational Change in the
College of Engineering

Organizational Mean and Qualitative Description

change i i

components Generation X Generation Y Generation Z Overall Mean
Climate of

Change 3.18 (High) 3.12 (High) 3.12 (High) 3.21 (High)
Factor analyses

of change 3.24 (High) 3.01 (High) 3.33 (High) 3.19 (High)
Overall mean 3.21 (High) 3.06 (High) 3.33 (High) 3.20 (High)

Here, the climate change dimension data reveals a consensus among faculty respondents across different
generations, all of whom assessed this dimension as "high." However, there are slight variations in mean scores
observed among the generations: Generation X reported a mean of 3.18, Generation Y recorded a mean of 3.12 while
Generation Z incurred the highest overall mean of 3.21. It is possible to read the above data to suggest that all three
of the XYZ generations are flexible and adapting to change, but that Generation Z employees are more resilient and
adaptive due to their more flexible and adaptive work styles. They can handle uncertainty, swiftly adapt to new
circumstances, and flourish in fast-paced professional settings. Their adaptability and willingness to evolve may
support organizations in navigating global upheavals and maintaining their competitive edge. They are fast to
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embrace change and swiftly adjust to new circumstances, technology, and work dynamics. This skill is very helpful
in today's rapidly evolving workplace. Macpherson (2017) supports these results by pointing out that certain
individuals within the firm can adapt to change, which is especially important given the 75% to 88% change failure
rate.

On the other hand, the factor analyses of change-specific processes reveal a striking consensus among
respondents, who collectively rated this dimension of organizational change as "high," as evidenced by the computed
area mean of 2.97. Remarkably, this sentiment transcends generational boundaries, with faculty respondents from all
three generations consistently evaluating this dimension as "high." Notably, variations in mean scores are observable
across generations: Generation X reported a mean of 3.24, Generation Y recorded a mean of 3.01, and Generation Z
exhibited the highest mean score of 3.33. The three generations of XYZ agreed on factor analyses of change-specific
processes, and the aforementioned findings may be further construed to suggest that the goal of the organizational
change was to direct the decision-making processes in both situations. The purpose of the management change was
to improve performance in both public and private organization cases by making clearer the responsibilities of
employees in the former instance and collaborating units in the latter. Members of organizations should be aware of
the changing environment they are in throughout transitions. The foundation of an organization's climate is what
keeps its internal members together throughout tough times and may guide managing the challenges associated with
changes (Bouckenooghe et al., 2009; cited in Whitaker, 2020).

The empirically proven, interconnected roles that climate of change and change-specific process elements
play in promoting effective outcomes account for the high overall mean in organizational transformation or change
research. Studies repeatedly demonstrate that a positive change atmosphere, which is defined by clear
communication, leadership support, and shared beliefs of adaptability, fosters alignment and lowers resistance.
Additionally, transformational leadership has a direct impact on mission, strategy, and culture (Errida et al. 20221).
According to factor analyses such as structural equation modeling and confirmatory factory analysis, organizational
resources like leadership and climate and job resources like role clarity and training associated with change constitute
higher-order factors that account for 73-81% of the variation in engagement measures (Albrecht et al., 2022;
Appelbaum et al., 2017). Because organizational environment and systems (such as adaptive policies and feedback
mechanisms) function indirectly through job resources to increase commitment rather than directly, these resources
mediate engagement. This provides strong support for these elements' constant importance in research by confirming
their coherence and reliability (Bouckenooghe et al., 2009).

Level of Assessment on Organizational Trust Along with Trust in Supervisor, Trust in Peers, Trust in Upper
Management, and Organizational Trust

Based on the information shown in Table 2, it can be deduced that the respondents had a "high" level of
evaluation about the trust that they have in their organizations. This is demonstrated by the grand mean score of 3.19.
To be more precise, they continue to rank supervisors’ trust as "very high," with a mean score of 3.54. But trust in
superior management, which has a mean score of 3.03, and trust in peers, which has a mean score of 3.33, were both
evaluated as "high." In addition, the overall mean of the trustworthiness of the organization is 2.87.

Table 2. Mean and Qualitative Description of the Respondents’ Assessment of Their
Organizational Trust in the College of Engineering

Organizational Mean and Qualitative Description

trust

components Generation X Generation Y Generation Z Overall Mean

Trust in

supervisor 3.67 (Very High)  3.62 (Very High)  3.33 (Very High) 3.54 (Very High)

Trustinpeers 3 3g (very High) ~ 3.45 (Very High) 3.17 (High) 3.33 (Very High)

Trust in upper

management 3.00 (High) 2.93 (High) 3.17 (High) 3.03 (High)
89
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Organizational
trust 3.08 (High) 2.70 (High) 2.83 (High) 2.87 (High)
Overall mean 3.28 (Very High) 3.18 (High) 3.13 (High) 3.19 (High)

In terms of supervisor’s trust, results reveal that the respondents gave this dimension an overall rating of
"very high," yielding an impressive area mean of 3.54. Particularly, the data shows that faculty respondents from
generation XYZ had "very high" rates with area means of 3.67, 3.62, and 3.33, respectively. The outcome indicates
that the respondents do have trust in their supervisors, especially those from generations XYZ. However, the result
is evident in that a supervisor's and employee's trust creates a great work environment where people feel empowered
and driven to succeed, which raises their self-esteem and increases output. In every context, higher levels of trust are
predicted to result in better work, more collaboration, and more favorable attitudes. Higher levels of trust between
people create a climate at work that is more favorable for cooperation to occur naturally. Consequently, this leads to
increased self-assurance and improved performance, which fosters a more optimistic attitude among the team. Mutual
respect and good communication are based on trust, which is the cornerstone that eventually drives success. Vanhala
and Dietz (2015) provided evidence to support the claim that reliable relationships—particularly the trust that
employees have in their supervisor—are a strong predictor of client satisfaction. Furthermore, the welfare of
employees is impacted by supervisor trust. The link between trust and management performance across professions,
which forms the essential behaviors for effectiveness, has received less attention.

Dealing with trust in peers, the respondents gave this factor an overall rating of "very high," resulting in an
outstanding area mean of 3.33. Interestingly, the data shows that faculty respondents from various generations
generally agreed that this dimension was "very high" in generations X and Y with area means of 3.38 and 3.45. while
an area mean of 3.17 in generation Z with a qualitative description of “high”. The results presented above indicate
that the Generation XYZ have a high level of trust in their colleagues in the company. It is generally accepted that in
a variety of work environments, higher levels of trust promote improved performance, more collaboration, and more
positive attitudes. In the end, this positive feedback loop helps people as well as improving the quality of services
clients get. Establishing and fostering trust creates a more pleasant and productive work atmosphere where providing
excellent service becomes a goal in and of itself. Building stronger working connections is essential to ensuring that
organizations successfully accomplish their objectives. This is where trust comes in. Rahayuningsih's (2019) research
on the benefits of organizational trust found that it may both raise retention intentions and lessen the probability of
employees to leave the organization. Furthermore, Hunt et al.'s (2009) research found a clear correlation between an
organization's level of trust and its success or failure. Although building and sustaining trust within an organization
is very difficult and demands continuous oversight, the advantages of doing so are widely shared.

Going to the next dimension, which is the trust in upper management, findings showed that a grand area
mean of 3.03 was reported by the respondents from the three Generations, indicating a "high™ degree of trust in their
upper management. The generations' mean scores did, however, differ slightly from one another. Generation Z had
the highest mean score, 3.17, followed by Generation X (3.00) and Generation Y (2.93). Employee evaluations from
different generations indicate that the upper management of the organization is adequately trustworthy. Trust is
crucial to leadership because it fosters positive connections, boosts team morale, and makes communication easier.
It also enables leaders to more effectively motivate and lead their staff. The research by Vanhala and Dietz (2015),
which claims that without the assistance and confidence of organizational internal stakeholders, such as employees
and senior management, organizations are likely to have impaired performance and lower productivity levels,
supports this.

Lastly, results showed a “high” level of organizational trust among the respondents with an area mean of
2.87, a slight difference in the rating of the three Generations with 3.08 as the highest mean coming from Generation
X, followed by 2.83 mean of Generation Z and 2.70 from Generation Y. The result indicated above demonstrates the
extent to which the respondents had trust in their organization. Within an organization, trust cannot be purchased or
commanded; it must be earned. Upholding organizational trust is essential since it will ultimately decide whether a
company, corporation, or educational institution succeeds or fails. The research conducted by Hunt et al. (2009)
indicates a clear correlation between an organization's level of trust and its success or failure. Although building and
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sustaining trust within an organization is very difficult and demands continuous oversight, the advantages of doing
so are widely shared.

Trust in peers, supervisors, senior management, and organizational trust all have high overall means, which
is indicative of their interdependent and empirically supported functions in promoting employee engagement and
productivity. Research shows that trust in school officials and supervisors is directly increased by transformational
leadership (e.g., encouraging adaptation and a common goal), which in turn affects job satisfaction and lowers
inclinations to leave (Nazmul Islam et al., 2020). For example, confidence in management accounts for up to 81%
of the variation in job resources (autonomy, role clarity, etc.), which in turn influences employee engagement
(Gopalan et al., 2023). Another illustration is the genuine leadership among Spanish employees that raised emotional
commitment by 30-40% by influencing distributive justice views, with trust serving as a mediating factor (Gonzalez-
Cénovas et al., 2024). Factor analyses show that these trust dimensions generate higher-order constructs: job
resources (like peer cooperation) and organizational resources (like climate and leadership support) account for 73—
81% of variance in outcomes like retention and productivity (Johannsen and Zak, 2021). Cross-cultural studies, like
those conducted in Chinese educational institutions and the banking industry in Bangladesh, further support these
connections by demonstrating that peer and supervisor trust mediates the effect of leadership styles on engagement
(Tang et al., 2021).

Level of Assessment on Organizational Effectiveness in Terms of Goal Attainment, Efficiency, Employee
Satisfaction and Engagement, Communication and Information Flow, Human Resources, Innovation and
Adaptability, and Stakeholder Satisfaction

The data from Table 3 computed a grand mean of 3.09 showing that respondents rated the organizations'
effectiveness as "high." Every generation has scored highly on the factors related to organizational effectiveness.
With an area mean of 3.29 for Strategic Clarity and 3.16 for Goal Attainment, they were primarily convinced by these
factors. Efficiency, on the other hand, has the lowest area mean of 2.90.

Table 3. Mean and Qualitative Description of the Respondents’ Assessment of Their
Organizational Effectiveness in the College of Engineering

Organizational Mean and Qualitative Description

effectiveness _ i

components Generation X Generation Y Generation Z Overall Mean
Goal attainment 3.23 (High) 3.05 (High) 3.20 (High) 3.16 (High)
Efficiency 3.07 (High) 2.71 (High) 2.93 (High) 2.90 (High)
Employee

satisfaction and 3.17 (High) 2.98 (High) 3.00 (High) 3.05 (High)
engagement

Strategic clarity 3.17 (High) 3.36 (High) 3.33 (High) 3.29 (High)
Communication and

information flow 3.20 (High) 2.93 (High) 2.80 (High) 2.98 (High)
Human resources 3.17 (High) 3.20 (High) 2.87 (High) 3.08 (High)
Innovation and

Adaptability 3.23 (High) 3.20 (High) 3.20 (High) 3.21 (High)
Stakeholder

satisfaction 3.07 (High) 3.07 (High) 3.13 (High) 3.09 (High)
Overall mean 3.16 (High) 3.06 (High) 3.06 (High) 3.09 (High)

Important elements that have a direct bearing on an organization's performance are employee satisfaction and
engagement. Employees are more imaginative, creative, and driven to go above and beyond expectations when
they are happy and fully engaged in their job. Organizations can unleash the potential of their workforce and propel
innovation and success by cultivating a good work environment that places a high priority on employee satisfaction
and engagement. In the end, making efforts in the well-being of employees may result in greater output, better output
levels, and a more cohesive and effective team. According to Anukwuocha et al. (2022), who looked at the workforce
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environment and organizational effectiveness, they discovered that social and psychological workplace elements,
such as balance between work and personal life and supervisor conduct, descriptions of duties, and information
sharing. The performance of an organization is substantially affected by several elements, including job sharing,
leave, scheduling conflicts, and working hours.

In terms of goal attainment, the respondents' area means of 3.16 indicates that the respondents believed in
the goal attainment of the organization. With this, one gets the sense that the objectives of every single organization
describe the level of achievement that they want to achieve in the more distant future. The degree to which they
adhere to the organization's objectives stringently is directly proportional to the efficiency of the organization. There
is a possibility that organizations would have a better chance of achieving their objectives if they narrowed the list of
objectives that they intended to achieve. However, according to Tang et al. (2008), the notion that pursuing many
objectives makes it more difficult to achieve one's goals is undoubtedly supported by a significant amount of face
validity.

As for the efficiency, findings reveal that all the three generations were assessed as “high” with an area mean
of 2.90. The highest mean is Generation Z with a mean of 3.02 while both Generation YZ having a mean of 2.91.
The findings that were given highlight the important connection that exists between the implementation of effective
motivating measures and the overall productivity of employees. The happiness, contentment, and satisfaction of an
organization's workforce is a significant factor in determining the successfulness and vitality of it. Consequently, in
order to achieve high levels of productivity and success inside the organization, it is essential to cultivate a work
atmosphere that is both pleasant and stimulating. It is possible for high-performing firms to build a culture that fosters
growth, creativity, and success by placing a priority on the health and morale of their workforce. Whether or whether
an organization is effective is contingent upon the happiness, contentment, and satisfaction of its employees. In light
of this, Parjoleanu (2020) asserts that any organization that aspires to achieve success need to put into practice an
efficient method of motivating. After the adoption of motivational strategies that are tailored to the environment of
the organization as well as the types of personnel it employs, the level of happiness that employees have while they
are on the job will grow, and they will feel more driven to perform to the greatest possible levels.

Meanwhile, for employee satisfaction and engagement, results indicate that Generation Y has the lowest
rating, with a weighted mean of 2.98. A "high" level of engagement and satisfaction is indicated by the fact that
Generations X and Z with 3.17 and 3.00, respectively, and an area mean of 3.05. This could mean that organizational
performance is determined by employee happiness and engagement. The outcomes are remarkable when employees
are happy and driven in their jobs. Contented employees often unleash their creative potential, which sparks a creative
explosion at work. They often go above and beyond expectations and voluntarily take on more tasks because of this
increased feeling of engagement, proving their dedication to their job and the success of the organization.
Organizations may leverage the creativity and commitment of their workforce by cultivating a work environment that
puts a premium on employee well-being and engagement. This will eventually lead to development and success. The
research conducted by Noercahyo et al. (2021) revealed that although work engagement does not substantially impact
organizational performance, it does have a favorable and significant influence on job satisfaction. Additionally, work
satisfaction improves and has a big impact on how well an organization performs.

For strategic clarity, the data indicates that the respondents had a "high" level of organizational effectiveness
on strategic clarity, with an area mean of 3.29. There was a slight variation in the ratings of the three generations,
with Generation Y having the highest mean (3.36), followed by Generation Z (3.33) and Generation X (3.17). It
implies that strategic clarity, or the detail with which strategic goals are articulated, and the requisite ability to
precisely define, promptly adjust, effectively explain, and appropriately execute will be critical to the organization's
success. It highlights how crucial it is to convey strategic objectives clearly and concisely as well as how crucial it is
to have the necessary skills to effectively create, modify, express, and carry out the organization's vision, purpose,
and goals. This clarity makes sure that everyone in the organization understands and actively pursues a unified
objective and
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purpose. Strategic clarity directs the organization toward development and accomplishment in a purpose-driven and
professional way by promoting alignment and understanding. According to Smith and Thomas (2024), when your
institution’s strategy is implemented, meaningful, compelling, relevant, clear, and flexible, the organization is heading
on the right path in terms of facilitating strategic clarity.

Going to the communication and information flow component, the calculated mean area of 2.98 suggests that
the respondents consistently demonstrate a "high™ level of evaluation in terms of communication and information
flow. Specifically, for Generations XYZ, the averages are 3.20, 2.93 and 2.80 respectively. This implies that effective
communication within an organization ensures that workers have a clear understanding of the significance of their
position and how their contributions contribute to the success of the organization. Similarly, with the establishment
of unambiguous communication channels, organizations may effectively convey their value propositions and
accomplishments to customers, so promoting transparency and building confidence. Akarika et al. (2023) asserts that
the presence of efficient communication improves organizational performance, among other discoveries. In addition,
it is crucial to provide frequent training to staff members to address the obstacles that hinder successful
communication, such as inadequate planning, organizational hurdles, semantic barriers, noise interference, poorly
articulated communications, deficient listening skills, and lack of trust.

In the component of human resources, the data provides information on the "high" evaluation of the three
Generations, with a mean value of 3.08. Generation Y had the highest mean of 3.20, followed by Generation X with
3.17 and Generation Z with 2.87. It suggests that the implementation of human resources development techniques
has a favorable correlation with organizational success. This encourages university administrators to implement
efficient human resources development strategies that focus on enhancing workers' capabilities and fostering more
alignment between organizational performance and the development of human resources. The technigues concerning
the growth in human resources, including talent development, training and development, organizational development,
and career development, have a positive and substantial influence on organizational performance (Kareem, 2019).
Therefore, it can assist university decision-makers in creating efficient human resources development strategies that
will enhance staff's abilities and ultimately increase organizational performance.

Moving to innovation and adaptability, an area mean of 3.21 is found, which indicates a "high" perception
of innovation and adaptation among Generation XYZ. There are no variations in the means of generation YZ (3.20),
and a minimal variation is found in Generation Z (3.23). It suggests that inventive and flexible organizations anticipate
changing circumstances in advance and respond to change as it occurs. An organization's capacity to adapt is best
measured by how well it performs in a changing environment. Effective organizational leaders must be able to
develop their employees so they can adapt to changing conditions. This is a necessary component of successful
organizations. To build organizational adaptability, leaders must create a supportive work environment where taking
calculated risks and accepting them as normal, considering new ideas, collaborating freely, and rewarding individual
adaptation as part of the organization's culture (Boylan & Turner, 2017).

Lastly, for stakeholder satisfaction, it is evident that Generation Z had the highest assessment with a mean of
3.13, while there is no variation in the mean by Generation XY with 3.07. The computed area means of 3.09 indicates
a "high" level of satisfaction among stakeholders. This implies that university management should monitor the sense
of fulfillment of all its stakeholders, in addition to its clientele, if the stakeholders commit themselves to and provide
the required resources for the university's objectives and activities. Universities are seeing more fierce competition.
They must adapt and respond flexibly to the evolving challenges and possibilities in tertiary education (Schiller et
al., 2014). Consequently, colleges must prioritize the quality of their services and optimize their resources.

Human resources, communication and information flow, goal attainment, efficiency, employee engagement
and satisfaction, innovation and adaptability, and stakeholder satisfaction all have a synergistic effect on
organizational performance, as evidenced by the high overall mean in organizational effectiveness across these
dimensions. Clear objectives eliminate uncertainty and promote resource utilization, which is why empirical studies
show that goal clarity and alignment with company vision greatly increase efficiency and employee engagement.
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Employees are informed and inspired to contribute to common objectives when there is effective communication and
information flow, which serve as vital facilitators for teamwork (Wang and Zhao, 2023). According to research,
adaptive firms beat rivals in stakeholder satisfaction by satisfying changing demand, demonstrating the importance
of innovation and flexibility in responding to dynamic market conditions. By creating a positive work atmosphere,
human resource techniques like talent management and leadership development also increase employee satisfaction
and engagement. Psychometric measurements show good reliability across a variety of industries, and factor analyses
consistently confirm these dimensions as interconnected factors that jointly predict organizational success. various
results highlight how organizational effectiveness is multifaceted and how crucial it is to integrate various elements
for long-term success (Wang and Zhao, 2023).

Relationship Between Organizational Change and Organizational Trust

The data presented in Table 4 demonstrates a significant association between the respondents' evaluation of
organizational change and their level of organizational trust. This is apparent from the calculated r-value of 0.69,
which much exceeds the required r-value of 0.186 for 18 degrees of freedom at a significance level of 0.05. As a
result, the null hypothesis is disproven, confirming a very strong association between how respondents perceive
organizational change and their level of trust to the organization.

Table 4. Correlation Coefficient between the Respondents’ Assessed Organizational
Change and Organizational Trust in the College of Engineering
Compared Compared r-value Critical r-value Remarks
variables
Organizational
change 0.69 0.186 Very significant
Vs, (Very High)
Organizational
trust

The observed association between how respondents evaluate organizational change and their level of trust in
the organization provides useful insights into the internal workings of an organization going through changes. This
link highlights the complex connection between employee’s perception of organizational changes and their degree of
trust in the organization. The positive association indicates that when workers see organizational changes more
positively, their trust in the company tends to grow. Effective communication, openness, and engagement in the
change process may foster trust among workers. When workers are well-informed and actively involved in decision-
making about change, they are more inclined to have confidence in the organization's intentions to prioritize their
welfare.

Furthermore, the notable association between organizational change and trust underscores the need to
cultivate a nurturing organizational culture during periods of transition. Organizations that give importance to
transparent communication, giving employees authority, and adopting a cooperative approach to managing change
are more likely to cultivate greater levels of trust among their staff. Moreover, the results indicate that organizational
leaders should closely monitor the perception and experience of employees about organizational changes. To
effectively manage negative impressions and build trust, it is important to take a proactive approach by addressing
concerns, creating chances for input, and implementing support channels.

Gupta and Singla (2017) provided evidence to support the notion that employees should be informed,
involved, and integrated into the change process. This approach leads to high motivation and satisfaction among
employees, as they are not subjected to forced change but rather actively participate in the process. Therefore,
fulfillment at work is a result of the connection between the change in organization and organizational trust. The
results of Gupta and Singla (2016) align with the conclusion that organizational change should be implemented within
a context of mutual
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respect. It also results in the development of a strong emotional connection between the organization and its
employees, which subsequently contributes to job satisfaction.

Relationship Between Organizational Change, Trust, and Organizational Effectiveness

The data found in Table 5 and 6 indicates a significant relationship between the respondents' evaluations of
organizational change, and effectiveness. This is shown by the estimated r-value of 0.62, which at a significance level
of 0.05 substantially exceeds the required r-value of 0.186 for 18 degrees of freedom. As a result, the null hypothesis
is disproved, confirming that respondents' assessments of organizational change and effectiveness are significantly
correlated. A changing organization's dynamics may be inferred from the noteworthy correlation between
respondents' assessments of organizational change and effectiveness. This association highlights the intricate link
that exists between employees’ views of organizational changes and their level of organizational effectiveness inside
the organization.

Table 5. Correlation Coefficient between the Respondents’ Assessed Organizational Change and Organizational
Effectiveness in the College of Engineering

Compared Compared r-value Critical r-value Remarks
variables
Organizational
change 0.62 0.186 Very significant
Vs. (Very High)

Organizational
effectiveness

First, the positive association suggests that when workers have a more favorable perception of organizational
changes, they are generally more productive inside the company. This shows that engagement in the change process,
excellent communication, and transparency may help an organization become efficient. Enriquez (2019) asserts that
organizational change occurs continuously. The Social Exchange Theory states that although change happens,
organization members make an effort to welcome and accept it, which might lead to the achievement of organizational
success in conjunction with education, research, and extension activities. According to Bouckenooghe et al. (2009),
when changes were more often than not, the capacity of organizational members to be adaptable and open to change
became more crucial. This characterizes the organization's long-term efficacy.

Table 6. Correlation Coefficient between the Respondents’ Assessed Organizational
Trust and Organizational Effectiveness in the College of Engineering

Compared Compared r-value  Critical r-value Remarks
variables
Organizational
trust 0.54 0.186 Very significant
Vs. (Very High)

Organizational
effectiveness

The considerable relationship between organizational trust and effectiveness is seen in the above table. This
is shown by the calculated r-value of 0.54 at a significance level of 0.05, which greatly exceeds the required r-value
of 0.186 for 18 degrees of freedom. As a result, the null hypothesis is disproved, confirming a strong relationship
between respondents' assessments of organizational change and effectiveness. This suggests that there is a strong
correlation between organizational trust and effectiveness. An organization's ability to adapt and build trust is
essential to its success and effectiveness. Every employee wants to work in a setting of trust where they are really
helping to accomplish goals and objectives.
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According to Latifi and Shooshtarian (2014) research, there is a high association between trust characteristics
and organizational structure. Additionally, according to Gilley et al. (2009), encouraging progress is being made in
hastening change via the activation of hidden social networks and the improvement of their capacity to transcend
boundaries across systems, cultures, and organizations. Since change initiatives do not just depend on vertical
channels to react to emerging difficulties, leaders who engage these networks significantly increase their
organization's ability to handle change.

CONCLUSION AND RECOMMENDATION

In summary, the investigation of the relationship between trust and organizational change in a collegiate setting
indicates a crucial and intricate interaction. As discussed, trust is both a product and a facilitator of successful
change initiatives. Organizational change is more easily embraced when trust is strong, which facilitates
transitions and increases organizational efficacy. On the other hand, when trust is low, change initiatives
frequently encounter opposition, impeding advancement and possibly destroying the foundation of the campus
community. To better understand the precise processes by which confidence is established and preserved
during times of transition, more research is required like comparative studies across various colleges within
the university. From this output, college deans may create a more positive and productive atmosphere for all
parties involved by comprehending these subtleties and using evidence-based techniques to manage change
and build trust. Future research could examine how various leadership philosophies affect trust in times of
transition and the function of communication techniques. It is suggested also that there must be thorough
policies on departmental reorganizations, the introduction of new technologies, curricular reviews, or curricular
adjustments, which require a foundation of trust. Staff and faculty members are more inclined to accept and
adjust to changes when they believe in the leadership's ability, trust the change's intentions, and feel their
concerns are being acknowledged.
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