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SUMMARY

This study aimed to examine the role of organizational trust as a moderating variable in the relationship
between transformational leadership and employees’ psychological empowerment in Lebanese private
educational institutions. The study adopted a descriptive-analytical approach and used a simple random
sample consisting of 600 coordinators, teachers, and administrators. The data were analyzed using SPSS
software. The results revealed a high level of organizational trust and psychological empowerment, along with
a moderate level of transformational leadership. A weak correlation was observed between the four dimensions
of transformational leadership and psychological empowerment. The relationship between transformational
leadership and psychological empowerment slightly improved when organizational trust was introduced as
an independent variable, with a more noticeable improvement when trust in management was treated as a
moderating variable. Specifically, the correlation coefficient increased by 2.8%, while the coefficient of
determination increased by 2.3%.
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The methodological framework of the study
Introduction

Administrative leadership styles have evolved from
a traditional model based on superior-subordinate
relationships toward a contemporary approach
grounded in shared power and co-responsibility. The
key concepts of this approach are reflected in
transformational leadership and psychological
empowerment.

Transformational leadership focuses on creating an
emotional bond between the leader and employees,
shaping their values and priorities in order to
promote autonomy and competence. Its impact on
subordinate performance is generally

explained by the leader’s ability to develop
employees’ competencies and strengthen their
psychological empowerment, thereby enhancing

their abilities and motivation.(131 d=awe 2019 «$ned) .
Many previous studies have given increasing
attention to the role of leaders in encouraging
employees to take initiative, accept risks, and adapt
to unstable environments by fostering
organizational trust through the delegation of
responsibilities, the strengthening of independent
thinking, and the promotion of creativity and
innovation, as well as the transformation of ideas and
visions into sustainable outcomes.

Organizational trust has attracted growing interest
due to its positive impact on organizational
outcomes, job satisfaction, and team performance. It
is considered a fundamental element in achieving
organizational objectives, enhancing employees’
competencies, encouraging responsibility in risky
situations, ensuring compliance with internal

regulations, and enabling individuals to act without
fear of exploitation by superiors.

Although the theories classic management practices,
such as that the school scientific, administrative and
bureaucratic have questioned the usefulness of trust
in putting the emphasis on strict adherence to

policies and procedures (240 d>xiawe 2021 .o Joi) .

Modern theories have demonstrated the opposite.
According to Maslow’s hierarchy of needs, trust
satisfies a fundamental human need: individuals
need to trust others and to be worthy of trust
themselves.
Theory Y also adopts trust as a foundation of
management, producing positive effects for both
managers and employees by promoting a shift from
a control-and-supervision style toward a knowledge-
and information-based management approach.
Similarly , Ouchi, in Japanese Theory Z , considers
that trust organizational structure makes everything
possible, in particular the increase in productivity ,
which is directly related to him linked . «<u 5t )

(57 4222 <2006
Thus, the leader who spreads trust within the
organization and adopts a behavior transformational
is capable of inspiring his collaborators , of their to
breathe life into energy and future vision, to
empower them , to train them and to increase their
efficiency in achieving objectives, rather rather than
resorting to a system of reward and punishment.
Despite the existence studies having examined the
relationship between transformational leadership
and empowerment psychological in various contexts
, there is a rarity of research relating to the role of
trust organizational as a moderating variable in this
relationship in the Arab world in in general , and in
Lebanon in particular.
It is in this context that this study was designed as an
attempt to explore in depth This role , in analyzing
the effect trust moderator organizational in the
relationship between transformational leadership
and empowerment psychological state of employees
of establishments educational private companies in
Lebanon. This topic represents a challenge major ,
particularly in light of the economic, social, health
and educational crises that the country is crossing,
making essential is the consolidation of trust and the
strengthening of empowerment.
To reach his objectives, the study is structured in four
chapters: the first presents the methodological
framework; the second sets out the theoretical
framework of trust organizational; the third deals
with transformational leadership and empowerment
psychological ; present the field study thus that the
results and recommendations .
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1- Importance and justification of the study

1-1. Scientific importance

This study is important because it examines the
relationship between empowerment Employee
psychology and transformational leadership through
the role mediator of trust organizational . It identifies
the factors supporting empowerment and filling a
gap in local research, constituting Thus a valuable
resource for libraries and researchers Lebanese.\

1-2. Practical and applied importance

This study aims to analyze the relationship between
trust organizational, transformational leadership and
empowerment Employee psychology. Its importance
lies in the implementation of evidence of the role of
trust and leadership in the administrative
performance of institutions educational private, thus
that in raising awareness among leaders to integrate
these concepts in their strategy and to apply them
concretely .

The choice of this study is motivated by the
researcher 's experience in educational institutions .
private companies in Lebanon and the need to
understand Why some institutions thrive while that
other decline, often due to a lack of trust
organizational affecting employee empowerment.

2-  Problem statement of the study

Faced with increasing competition and necessary
structural changes, institutions must adopt modern
management practices, including transformational
leadership and psychological empowerment, in
order to enhance performance and organizational
flexibility. Organizational trust plays a key role in
fostering employee creativity and strengthening
psychological autonomy, which directly influences
the effectiveness of Lebanese private educational
institutions, particularly in the context of the current
crises.

Transformational leadership has a strong impact on
organizations by improving performance,
motivation, and employees’ capacity for innovation.
Despite its importance, trust from the employees’
perspective remains underexplored in the literature.
This gap justifies the present study, which aims to
examine how organizational trust influences the
relationship between transformational leadership
and psychological empowerment in Lebanese
private educational institutions.

Main research question :
“What is the role of organizational trust in the
relationship between transformational leadership

and employees’ psychological well-being and
empowerment in Lebanese private educational
institutions?”

Secondary questions :

Does trust in supervisors play a role in the
relationship between transformational leadership
and employees’ psychological empowerment?

Does trust among colleagues act as a mediator in
the relationship between transformational leadership
and employees’ psychological empowerment?

Does trust in organizational management play a
role in the relationship between transformational

leadership and employees’ psychological
empowerment?

3- Study objectives

Main Objective:

The main objective of this study is to examine
the nature of the relationships and the role of
organizational trust in the link between
transformational leadership and employees’
psychological empowerment.

Specific Objectives:
. To review the theoretical literature on
organizational trust, transformational

leadership, and psychological empowerment.
e To analyze the relationships between the
variables based on the proposed research

model.
e To propose and validate the key dimensions of
organizational trust, transformational

leadership, and psychological empowerment
identified in prior research.

e To develop and test a hypothetical model
illustrating the relationships among these
variables.

e To identify the dimensions of organizational
trust that have the greatest impact on
transformational leadership and employees’
psychological empowerment.

e To provide recommendations for improving
organizational performance and the structural
reality of the studied environment.

4- Research hypotheses

Main Hypothesis:
There is a statistically significant moderating effect
at the significance level (a = 0.05) of the dimensions
of organizational trust on the relationship between
transformational leadership and employees’
psychological empowerment in Lebanese private
educational institutions.

Secondary Hypotheses:
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There is a statistically significant moderating
effect at the significance level (a = 0.05) of trust
in supervisors on the relationship between
transformational leadership and employees’
psychological empowerment.

There is a statistically significant moderating
effect at the significance level (a = 0.05) of trust
among colleagues on the relationship between
transformational leadership and employees’
psychological empowerment.

There is a statistically significant moderating
effect at the significance level (a = 0.05) of trust
in organizational management on the
relationship between transformational
leadership and employees’ psychological
empowerment.

5-1 Studies in Arabic

1.

Shibl (2021) (2021 «J«&)- Organizational trust and
administrative empowerment in banks in Beni- Suef

A comparative study on trust Horizontal ,
vertical , and institutional aspects, and
management ( delegation, teamwork, training,
communication, motivation). Results : trust high
at CIB, average at NBE, average empowerment
in both banks , positive correlation between
trust and empowerment.
Bourzek & Chnouf (2020) (2020 «—2sis 53),5)-
Psychological empowerment and confidence
organizational in Algeria
Empowerment psychological has an effect
significant on trust organizational structure of
CNAS employees in Laghouat.
Bahri & Kharmouch (2022 - The Importance of
Trust) organizational Trust
reinforces behaviors positive aspects and
organizational performance . Organizational
sources influence its development at the level
individual and collective .
Abdullah & Ahmed (2021 ) ) (2021 «eaj 5 dxe)-
Organizational trust and creativity in SMEs :
Trust in colleagues , superiors , and the
organization It improves creativity . Experience
influences the impact of confidence on creativity

Saleh (2022) (2022 «wa)- Transformational
Leadership and Academic Performance in Jordan :
Transformational Leadership improves teacher
motivation, empowerment and professional
culture.

5-2 International Studies

Yilmaz & Toylan (2021) (Yilmaz & Toylan,
2021)- Psychological empowerment, confidence and
motivation of employees Hoteliers in Istanbul :
Empowerment Psychological influence on
confidence  organizational  structure and
employee motivation in the sector hotelier .

Chad & Tobin (2020) (Chad & Tobin, 2020) "-
Trust, empowerment and commitment among
nurses :
Trust organizational increase commitment |,
with an effect mediator partial empowerment
psychological .Mollamohammadrafie (2019) (
Mollamohammadrafie, 2019)- The effect of
empowerment and trust on engagement emotional in
Indonesia :
the

Empowerment and Trust reinforce
commitment employees ' emotional state
academics .

Rua, Manuel & Araujo (2016) (Rua, Manuel, &
Araujo, 2016)- Transformational leadership and
trust Organizational leadership in Portugal :
Transformational leadership increases
confidence but the commitment organizational
has no effect mediator significant .

Kardawi (2011) (2011 «<gsl2S)- Psychological
empowerment as mediator between transformational
leadership and behaviors deviants in Egypt :
Transformational Leadership reduces behaviors
deviant , especially among employees with
strong psychological empowerment.

5-3 Commentary and Gap

SCIENTIFIC CULTURE, Vol. 12, No.

Studies  confirm  the  importance  of
psychological empowerment and
transformational leadership in enhancing
employee performance, motivation, and
creativity.

Most studies have employed questionnaires
and descriptive-analytical methods.

Research gap: No local study in Lebanon has
examined the role of organizational trust as a

moderating variable in the relationship
between transformational leadership and
psychological empowerment.

Concepts of the study

Transformational leadership :
A  transformational leader pupil his

subordinates to a higher, innovative level ,
exceeding expectations , by possessing
distinctive leadership qualities . 2016 ¢« =) .
(32 aia

Dimensions of transformational leadership :

4, (2026), pp. 9201-9213
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Idealized influence The leader gains
admiration, respect, and trust in acting ethically
and in placing the needs of subordinates before
his own (691 4aia 2016 dsia 5o Ba5a)
Inspirational motivation : The leader inspires
commitment and collective vision through
symbols , metaphors and appeals emotional .
(15 4ada 2018 ¢ 5 uhalll xe)
Intellectual stimulation : Encourages creativity
and innovation in problem - solving |,
developing autonomy and critical thinking.
(166 Aada 2017 «glusy))
Individualized consideration: Personalized
attention to the needs and development of
subordinates, strengthens trust and cooperation
(177 35ia 2016 ¢ 518 5 ) 5aia)

2. Empowerment Psychological :
Internal motivation that enables employees to
achieve their work freely , thanks to the support of

their

superior.(209 séa <2017 «s)

Dimensions of empowerment psychological :

Competence : Confidence in its ability to
complete tasks successfully (Arogundada &
Arogundade, 2015, p. 29).

Autonomy : Ability to organize and decide
freely about his work. (Quinones, Broeck, &
Witte, 2013, p. 128)

Impact: The feeling that His actions influence
the organization 's results . (Quinones, Broeck, &
Witte, 2013, p. 129)

Meaning: Perception of the importance and
value of one's work. (Ozaralh, 2015, p. 181)

Organizational Trust:

Belief in the mission, the decisions, the

policies, the leader and the colleagues in the

organization . (Neveu, 2009)

Dimensions of trust organizational :

Trust in supervisors : Positive expectations and

loyalty towards superiors ,based on integrity

and ethics.(292 2a8a 2011 «pa3)

Trust between colleagues Collaborative

relationships, sharing of ideas and open

communication to achieve objectives commons
(65 4siia 2004 s 5=)

Trust in management : Mutual trust between

employees and management is essential for

efficiency, loyalty , and innovation.

organizational . (Pillali & Williams, 1999, p. 989)

Analysis field study statistics

1- Study Model

The study model puts in This highlights the role of
the relationship between the research variables:

Independent variable transformational
leadership, represented by its four dimensions:
Idealized influence , inspirational motivation ,
intellectual stimulation , and Individualized
consideration.

Dependent  variable empowerment
psychological , represented by four dimensions:
competence (aptitude- effectiveness ) , self-
determination, impact and meaning.
Moderating variable confidence
organizational , represented by three
dimensions : trust towards supervisors towards
work colleagues and trust towards the
organization 's management.

Figure 1: General framework of the study variables
Source: developed by the researcher

The dimensions of employees’
psychological empowerment:

1. Competence
2. Seif-determinntion
3 laspact

Memung

e—
Comm

I'he dimensions of
transformational leadership:

1. ldeahzed nfluence

2. luspirational motivation

3 Intellectual stimulation

4 Indivadualszed
coamderation

The dimensioos of organizational trust:

1 Trost i supervisors
2. Tt i colleagues

) Trust in orgamizational

managemnent
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2- Study Methodology

The study has based on the descriptive- analytical
method in order to describe the phenomenon studied,
to identify his components and to analyze respondents
" attitudes regarding the role of trust organizational in
the relationship between transformational leadership
and empowerment psychological well- being of
employees in establishments educational private
companies in Lebanon.

The descriptive- analytical method is divided in two
parts:

e Part One: Theoretical Study based on previous
works, references , and studies Arab and foreign theses
academics, scientific journals and periodicals arbitrated .

e Second part: field study, consisting of in the
design of a questionnaire intended for targeted
participants , in order to to examine the relationship
between the variables in the study . The data have
summer collected and analyzed to arrive at the
results and recommendations using SPSS software .

3- Methods and tools of the study

3-1 Data Collection Methods

The researcher has adopted the methods following :
e Consultation of numerous Arab and foreign
sources related to the research topic.

4-1 Reliability
4-1-1 Alpha de Cronbach

e Realization interviews with directors
experienced in the field .

e A questionnaire was used as the primary tool for
collecting field data. The five-point Likert scale was
adopted to measure participants ' responses . The
questionnaire design took into account variables
measuring the dimensions of transformational
leadership and empowerment psychological and
confidence organizational , in accordance with the
nature of the establishments studied . The variables
have summer reinforced by the theoretical
framework of the study .

3-2 Research Instrument

In order to achieve the study 's objectives , a
questionnaire was distributed . Each item was
weighted according to the five-point Likert scale .

4- Validity and reliability of instruments

A sample exploratory random sample of 50
respondents was Selected . The tools included three
scales : confidence organizational, transformational
leadership and empowerment psychological . The
objective was to check the properties psychometric (
validity and reliability ) before application to the final
sample.

The results show that the Cronbach's Alpha coefficients are as follows :

Ladder Number of items | Cronbach's Alpha
Organizational trust 20 0.946
Transformational Leadership |19 0.890
Empowerment psychological |13 0.871

The values being greater than 0.7, the instruments present a excellent internal consistency .

4-1-2 Split-Half Method (Guttman)

Ladder

Guttman's Value

Organizational trust

0.872

Transformational Leadership

0.886

Empowerment psychological

0.753

These values indicate a level of reliability scientifically acceptable.

4-2 Validity

The wvalidity structural has been adopted in
calculating Spearman's correlation coefficients
between each item and the total score on its scale. The
results show that :

e Trust items organizational show correlations
significant (between 0.540 and 0.765).

e  transformational leadership show correlations
significant (between 0.174 and 0.750).

e Theitems of empowerment psychological show
correlations significant (between 0.398 and 0.662).
All correlations are significant at the 0.01 threshold,
confirming the validity of the instruments without
the need to remove items.

SCIENTIFIC CULTURE, Vol. 12, No. 4, (2026), pp. 9201-9213
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5- Final Sample: The sample includes 600 6-2 Transformational leadership - Average score :
respondents : 69.96 (upper average level ).

e  78% women and 22% men.
Age distribution :

25-30 years old : 28%
31-35yearsold: 15.5%
36-40 years old : 24%

41 years and over: 32.5%
Level instruction :
License : 39.5%

Diploma: 32.5%

Master's degree: 25%
Doctorate : 3%
Experience professional :
Under 5 years old : 23.5%
5to 10 years: 18.5%

Over 10 years : 58%

® O O OO ®©¢ O O O O e

o O O

6- Scale Results

6-1 Organizational Trust - Average score : 75.51 (
level pupil ).

e 61%]level pupil

e  35.5% average level

e  3.5% level weak

Trust organizational is therefore globally high .

e 51%average level

e 47.5%]level pupil

e  1.5% level weak

Transformational leadership is at the upper limit of
the average level .

6-3 Empowerment psychological - Average score :
55.99 (level pupil ).

e  92%level pupil

e  7.5% average level

e  0.5% level weak

Empowerment psychological is strongly high within
the sample.

7- Hypothesis testing for the study

The main hypothesis: There is a statistically
significant moderating effect at the significance level (a
= 0.05) of the dimensions of organizational trust on
the relationship between transformational leadership
and psychological empowerment in Lebanese private
educational institutions.

7-1- The basic model: Hierarchical regression analysis
between transformational leadership and
psychological empowerment without introducing a
moderator

Tablel: Hierarchical Regression Analysis of the Basic Model between Transformational Leadership and :

Psychological Empowerment

Significance | Coefficient of | Correlation Level of | value The
level of the | determination | coefficient sianificance | of ¢ variables model
model R? R g
0.000 11.78 (Constant) Basic
0.000 0.151 0.389 -
0.000 1033 Psychological model
empowerment

Source: Prepared by the researcher based on SPSS outputs

e The model is statistically significant since the

significance level (0.000) is lower than 0.05.

o  The correlation coefficient (R = 0.389) indicates a
weak positive relationship between the variables.
e The coefficient of determination (R? = 0.151)
shows that the independent variable explains
only 15.1% of the variation in the dependent

variable.

. Overall, there is a weak relationship and limited
effect of transformational leadership on
psychological empowerment.

7-2- Hierarchical regression analysis between

transformational  leadership and  psychological

empowerment With the introduction of the trust rating
in colleagues

Table2: Hierarchical Regression Analysis Transformational leadership and psychological empowerment, with
the introduction of a trust-based approach towards colleagues.

Significance LA R Level of
nt of | on s Value . dependent The
In?n\éfjle?f die determin | coefficie sr,]lg]enlflca of t Life ol Nl 22 variable model
ationR2 ntR
0.000 0.151 0.389 0.000 21.25 (Constant)

SCIENTIFIC CULTURE, Vol. 12, No. 4, (2026), pp. 9201-9213
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0.000 10.33

Transformational leadership

Psychological Basic
empowerment | model

0.000 19.10

0.000 0.176 0.419 0.000 7.90

0.000 4.22

Trust in colleagues

(Constant)
: : Psychological The
Transformational leadership reduced
empowerment model

0.000 19.04

(Constant)

Transformational leadership

Psychological Full

Trust in colleagues empowerment | model

0.000 7.84
0.000 0.176 0.419

0.000 4.19

0.018 -0.23

Transformational leadership
Trust in colleagues *

Source: Prepared by the researcher based on SPSS outputs

e All three models (basic, reduced, and complete)
are statistically significant, as their significance
level (0.000) is below 0.05.

Source: Prepared by the researcher based on SPSS
outputs

° In the basic model, transformational leadership
has a weak positive relationship with
psychological empowerment (R = 0.389),
explaining 15.1% of the variance (R* = 0.151).

e In the reduced model, after adding trust in
colleagues as a second independent variable, the
relationship becomes slightly stronger (R =
0.419), and the explanatory power increases to
17.6% (R* = 0.176).

. In the complete model, where trust in
colleagues is introduced as a moderating
variable, no further change occurs. Both R

(0.419) and R? (0.176) remain the same,
indicating no moderating effect.

Overall, introducing trust in colleagues as an
independent variable leads to only a slight
improvement, while its role as a moderating
variable shows no significant impact.

The findings suggest that trust in colleagues has
a negligible effect on the relationship between
transformational leadership and psychological
empowerment.

This may be due to limited understanding of
teamwork and trust within the organization,
weak leadership practices, and insufficient
efforts to build strong interpersonal
relationships and a supportive work
environment.

7-3- Hierarchical regression analysis between transformational leadership and psychological empowerment, with
the introduction of the trust level in the organization’s management.

Table 3: Hierarchical Regression Analysis of Transformational Leadership and Psychological Empowerment :

with the Input of the Trust Level in Organizational Management

Significan Coefflc_lent_ o Correlation L_eV(_eI_ o Value | Independent dependent The
ce level of | determination . significa ; )
the model | R2 coefficient R ~ of t | variables variable model
0.000 21.25 | (Constant) psychological Basic
0.000 0151 0.389 0.000 1033 Transformational empowerment | model
' ' leadership
0.000 20.73 | (Constant)
Transformational . The
0.000 7.42 .
0.000 0.153 0.391 leadership Psychological | oy 0eq
Trust in the | Empowerment model
0.034 -0.95 | organization's
management
0,000 0176 0419 0.000 19.22 | (Constant) . Psychological Eull
' ’ ’ 0.000 737 Transformational empowerment model
' ' leadership

SCIENTIFIC CULTURE, Vol. 12, No. 4, (2026), pp. 9201-9213
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0.005

0.12

Trust in the
organization's

management

0.000

4.09

Transformational
leadership * Trust in
the  organization's
management

Source: Prepared by the researcher based on SPSS outputs

All three models (basic, reduced, and complete)
are statistically significant, as their significance
level (0.000) is below 0.05.

In the basic model, transformational leadership
shows a moderate positive relationship with
psychological empowerment (R = 0.389),
explaining 15.1% of the variance (R* = 0.151).

In the reduced model, after adding trust in
organizational management as an independent
variable, there is only a very slight improvement
(R = 0.391, R? = 0.153), indicating a minimal
additional effect (0.2%).

In the complete model, when trust in
organizational management is introduced as a
moderating variable, the relationship improves
more noticeably (R = 0.419, R? = 0.176), showing
a modest moderating effect.

Overall, trust in organizational management has
alimited effect as an independent variable but a
more meaningful (though still modest) effect as
a moderating variable.

The results suggest that trust in management
plays an acceptable role in strengthening the
relationship between transformational
leadership and psychological empowerment.
However, contextual factors—such as weak
transformational leadership practices, economic
challenges, low salaries, lack of fairness,
nepotism, and gender discrimination reduce
trust in leadership. Strengthening fairness,
participation, and modern leadership practices
can enhance trust, collaboration, and ultimately
psychological empowerment.

7-4- ,Hierarchical regression analysis between transformational leadership and psychological empowerment

inclu

ding the input of the supervisors' trust rating.

Table 4: Hierarchical Regression Analysis of Transformational Leadership and Psychological Empowerment :

with the Input of the Supervisors' Trust Rating
s Coefficien :
SITHIBENES t of Corr_el_atlon Level of | Value | Independent dependent The
level of the . coefficient S . .
determina significance | of t variables variable model
model . R
tion R2
0,000 0151 0389 0.000 21.25 | (Constant) Psychological Basic
' : : 0.000 1033 Transformational empowerment | model
' ' leadership
0.000 19.93 (Constant)
- . The
0.000 0.188 0.433 0.000 594 | Iransformational Psychological |- oy coq
leadership empowerment model
0.000 5.17 Trust in supervisors
0.000 1849 | (Constant)
0.000 508 Transfor_matlonal
leadership .
0.000 0193 0.439 Psychological Full
: : : 0.000 5.53 Trust in supervisors | empowerment | model
Transformational
0.046 2.00 leadership * Trust in
Supervisors

Source: Prepared by the researcher based onSPSS outputs

SCIENTIFIC CULTURE, Vol. 12, No. 4, (2026), pp. 9201-9213
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o  All three models (basic, reduced, and complete)
are statistically significant, as the significance
level (0.000) is below 0.05.

. In the basic model, transformational leadership
has a moderate positive relationship with
psychological empowerment (R = 0.389),
explaining 15.1% of the variance (R? = 0.151).

) In the reduced model, after adding trust in
supervisors as an independent variable, the
relationship improves slightly (R = 0.433, R* =
0.188), indicating a modest effect.

. In the complete model, when trust in
supervisors is introduced as a moderating
variable, only a very small additional
improvement occurs (R = 0.439, R* = 0.193).

° Overall, trust in supervisors has a limited but
acceptable effect, while all dimensions of
organizational trust (colleagues, management,
supervisors) show only slight or negligible
influence on the relationship between
transformational leadership and psychological
empowerment.

e The weak impact is attributed to issues such as
limited delegation of authority, bureaucratic
practices, lack of awareness of transformational
leadership, and ambiguity in understanding key
concepts among participants.

e Despite some efforts by school leaders to
improve teaching, encourage collaboration, and
support staff development, these actions have
had only a modest effect on building trust and
enhancing empowerment.

e Broader contextual challenges especially the
economic crisis, low salaries, COVID-19 impact,
and institutional instability in the Lebanese
education sector have significantly reduced
trust and affected performance.

e The study emphasizes the need to strengthen
organizational trust by promoting fairness,
collaboration, empowerment, and
transformational leadership practices. These are
essential for improving employee motivation,
institutional performance, and the overall
quality of education.

General Conclusion

The results demonstrate :

e  Strong confidence organizational .

e  Transformational leadership moderately pupil

e  Empowerment very high psychological level .
Measuring instruments present a validity and a
reliability solid , allowing for the continuation of the

analysis of the relationships between the variables in
the study main .

Results

1 -Theoretical results

1.

Transformational leadership is considered one
of the main determinants of organizational
success or failure in the current context.

It plays an essential role in improving
organizational performance and stimulating
individual efforts by positively influencing
human resource behavior.

Organizational trust has become a strategic
necessity that requires a scientific and rational
approach to understanding organizational
challenges and ensuring continuity in the face of
competition.

Organizational trust is not a static goal, but
rather a continuous process of organizational
improvement and differentiation.

It is essential to understand and integrate the

dimensions of organizational trust,
transformational leadership, and
psychological empowerment in order to ensure
their effective implementation within
organizations.

2- Empirical results

1.

The overall level of organizational trust is high
within the studied sample.

Transformational leadership is present at a
moderate level in Lebanese private educational
institutions.

The level of psychological empowerment
(competence, autonomy, impact, and meaning)
is generally moderate.

Conceptual confusion and a lack of training
were observed among many respondents,
which limits the real impact of organizational
trust.

The economic crisis in Lebanon has had a
significant negative impact on the educational
sector, affecting employees’ morale, motivation,
and confidence, with only a limited effect on
psychological empowerment, often associated
with simple adaptation mechanisms.

Recommendations

1.

Promote and develop transformational
leadership practices in educational institutions
through continuous training, managerial
competence development, and effective
delegation of responsibilities.
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Implement fair and transparent evaluation
systems based on objective criteria applied
uniformly to all employees.

Reduce bureaucracy and grant greater
autonomy to employees in order to enhance the
effectiveness of transformational leadership.
Strengthen leadership ethics, transparency,
open communication, and teamwork to
reinforce organizational trust.

Adopt more horizontal organizational
structures (flat organizational charts) that
promote flexibility and trust.

Encourage positive organizational values
through employee participation, recognition,
reward systems, and work-life balance.
Enhance teacher empowerment through
continuous professional development,
pedagogical innovation, and the integration of
modern teaching tools.

Promote delegation of authority and stimulate
employee creativity through targeted training
programs, thereby strengthening institutional
performance and adaptability.
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