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Research in face-to-face teams shows conflicting results about the impact of behavioral controls on trust;
some research shows that controls increase the salience of good behavior, which increases trust while other

research shows that controls increase the salience of poor behavior that decreases trust. The only study in virtual
teams, which examined poorly functioning teams, found that controls increased the salience of poor behavior,
which decreased trust. We argue that in virtual teams behavioral controls amplify the salience of all behaviors
(positive and negative) and that an individual’s selective perception bias influences how these behaviors are
interpreted. Thus the link from behavioral controls to trust is more complex than first thought. We conducted
a 2 × 2 experiment, varying the use of behavioral controls (controls, no controls) and individual team member
behaviors (reneging behaviors designed to reduce trust beliefs and fulfilling behaviors designed to increase
trust beliefs). We found that behavioral controls did amplify the salience of all behaviors; however, contrary to
what we expected, this actually weakened the impact of reneging and fulfilling behaviors on trust. We believe
that completing a formal evaluation increased empathy and the awareness of context in which the behaviors
occurred and thus mitigated extreme perceptions. We also found that behavioral controls increased the selective
perception bias which induced participants to see the behaviors their disposition to trust expected rather than
the behaviors that actually occurred.
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1. Introduction
Trust among members of virtual teams is important
(Powell et al. 2004). Trust, defined as “the intention to
accept vulnerability based upon positive expectations
of the intentions or behavior of another” (Rousseau
et al. 1998, p. 395) can affect both the processes
and outcomes of virtual work (Dirks and Ferrin

2001; Furst et al. 1999; Guinan et al. 1998; Jarvenpaa
et al. 1998, 2004; Larsen and McInerney 2002; Paul
and McDaniel 2004; Pinto et al. 1993; Robert et al.
2008). Trust within virtual teams is driven by each
individual member’s perception of how well other
members’ behaviors foster team goals (Butler et al.
1999, Jarvenpaa and Leidner 1999, Robert et al. 2009).
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Higher trust beliefs by individual team members can
improve performance through both direct and indi-
rect means (Dirks and Ferrin 2001).

Controls are commonly used to manage virtual
teams (Kayworth and Leidner 2002; Kirsch 2004;
Kirsch et al. 2002, 2010). Implementing controls, sim-
ilar to promoting the development of trust, should
increase the likelihood that members will collaborate
and coordinate to achieve team goals (Coletti et al.
2005). In this study, we adopt Ouchi’s (1977, p. 97)
definition of controls as systems for “monitoring and
evaluation.” Controls can be used to monitor and
evaluate behavior or monitor and evaluate outputs
(Ouchi 1977). Behavioral controls focus on how work
is performed, while output controls focus on the
products of that work (Kirsch 2004, Kirsch et al. 2010,
Maruping et al. 2009, Ouchi 1977, Piccoli and Ives
2003). Examples of behavioral controls include the
specification of work assignments, project plans, per-
formance evaluations, and the articulation of rules
and procedures (Henderson and Lee 1992, Kirsh 1997,
Ouchi 1977, Piccoli and Ives 2003, Pinto et al. 1993).
Controls change behavior such that individuals are
more likely to behave “better” (Henderson and Lee
1992, Kirsh 1997) and thus are more likely to reach
team objectives (Alnvaimi et al. 2010).

Although trust and behavioral controls are two
mechanisms that can have similar affects within
teams, their relationship is not fully understood
(Bijlsma-Frankema and Costa 2005, Emsley and Kidon
2007). In fact, despite various attempts across mul-
tiple disciplines, no body of research has yielded a
consistent pattern of theory or empirical evidence
about the impact of behavioral controls on trust
(Bijlsma-Frankema and Costa 2005, Coletti et al. 2005,
Emsley and Kidon 2007, Zaheer and Venkatraman
1995). Some research argues that behavioral controls
increase trust by providing a “track record for those
who perform well” (Das and Teng 1998, p. 501)
(see also Coletti et al. 2005, Sitkin 1995, Sydow and
Windeler 2003). Other research argues that behav-
ioral controls reduce trust because they highlight poor
behavior (Langfred 2004).

Byron (2008) argues that there is an inherent neg-
ative bias in digital communication so that state-
ments and behaviors are more likely to be perceived
negatively than the same statements or behavior in
face-to-face environments. Consequently, research in
virtual teams argues that behavioral controls increase
the salience of poor behavior and thus have a direct
negative effect on trust:

Our analysis shows that the behavior control mecha-
nisms typically used in traditional teams have a signif-
icant negative effect on trust in virtual teams.

(Piccoli and Ives 2003, p. 365)

Behavior control had, on average, a negative effect
on trust in the temporary virtual teams in this study
because it tended to increase the salience of incidents
caused by reneging and incongruence and made some
individuals more vigilant.

(Piccoli and Ives 2003, p. 387)
Finally, our results regarding the negative impact of be-
havior control suggest an important, and distressing,
dynamic. Managerial interventions that focus individ-
uals’ attention on deadlines and work progress—the
very intervention that is designed to mitigate com-
munication and coordination problems—can promote
trust decline 0 0 0 0 Note that this dilemma does not only
pertain to the control mechanisms we studied; rather,
any managerial intervention that increases salience and
vigilance may contribute to weaken virtual team trust.

(Piccoli and Ives 2003, p. 387)1

The use of behavioral controls in virtual teams can
be challenging. Behavioral controls normally involve
team members monitoring and evaluating the behav-
iors of their teammates (Ferrin et al. 2007, Maruping
et al. 2009, Piccoli and Ives 2003). This becomes more
difficult for virtual teams whose members cannot
directly observe the behavior of their teammates and
must infer judgments about behavior from lean tex-
tual exchanges (Byron 2008, Cramton 2001, Hinds
and Bailey 2003). Despite this, behavioral controls are
used in some virtual teams as well as other collabora-
tive contexts (Gallivan and Depledge 2003). Therefore,
it becomes important to understand how behavioral
controls work when team members use lean textual
exchanges in a virtual team context.

In this paper, we follow Piccoli and Ives (2003)
and examine how controls influence the way behav-
ior is interpreted in a virtual environment and how
this affects trust formation; our focus is not on how
controls influence behavior. We argue that behav-
ioral controls indirectly affect trust beliefs among vir-
tual team members. Behavioral controls influence
what individual team members perceive, which in
turn influences trust beliefs. First, behavioral controls
make all behavior more salient. In well-functioning
teams—teams in which members fulfill their com-
mitments, communicate well, complete tasks on
time, and accomplish goals—controls should increase
trust beliefs because they should make those well-
functioning behaviors more salient. And vice versa:
in dysfunctional teams, whose members renege on
commitments, we would expect a reduction in trust
beliefs because the controls will highlight dysfunc-
tional behaviors.

Second, the way individuals interpret behavior is
affected by their a priori beliefs (Dirks and Ferrin

1 This research focused primarily on poorly functioning teams, so
its conclusions might be influenced by that focus.
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2001, 2003). Individuals tend to focus on informa-
tion that confirms their initial beliefs and to discount
information that disconfirms those beliefs (Fiske and
Taylor 1991, Lord et al. 1979, Robinson 1996, Vidmar
and Rokeach 1974, Wood 1982). Although controls
increase the salience of all behavior, the selective
perception bias in information processing will cause
controls to strengthen the effect of an individual’s dis-
position to trust (Fiske and Taylor 1991, Lord et al.
1979, Vidmar and Rokeach 1974, Wood 1982). Thus
this paper contributes to the literature by providing a
more nuanced view of the way in which behavioral
controls affect trust formation in virtual teams—by
altering the impact of both the trustee’s behavior and
the trustor’s disposition to trust.

2. Theory and Research
2.1. Trust in Virtual Teams
Trust belief is an individual-level construct. Trust
belief is the extent to which an individual believes
it is appropriate to be vulnerable to another person
(Mayer et al. 1995). Trust beliefs are driven in part by
two major factors (See Figure 1).

The first factor is an individual’s disposition to
trust, which individuals import into collaborative con-
texts (Brown et al. 2004, Gurtman 1992, Mayer et al.
1995, Sorrentino et al. 1995). Disposition to trust is
a “generalized attitude” learned from both observed
behavior and personal experiences of fulfilled and
unfulfilled promises (Rotter 1967). In short, some peo-
ple are simply more or less inclined to trust others
(Mayer et al. 1995). Although disposition to trust is
“akin to a personality trait” and in some cases has
been treated as one, it is a general tendency that forms
from past experiences (McKnight et al. 1998; Rotter
1967, 1971, 1980). Disposition to trust has been shown
to have a direct positive relationship with trust belief
(Aubert and Kelsey 2003, Jarvenpaa et al. 1998, Robert
et al. 2009).

Figure 1 Research Model
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The second factor that influences an individual’s
trust belief is his or her individual cognitive assess-
ment of the virtual team members’ behaviors—
whether they fulfill or renege on the team’s needs
(Sydow and Windeler 2003). Trust beliefs are typ-
ically influenced by an assessment of the trustee’s
ability, integrity, and benevolence because all three
affect the trustee’s capability to fulfill the team’s needs
(Jarvenpaa et al. 1998, Mayer et al. 1995, Mayer and
Davis 1999, Robert et al. 2009). Behaviors that influ-
ence assessments of ability are those that demonstrate
whether or not a team member is capable (i.e., pos-
sesses the knowledge and skills necessary) to com-
plete a given task (Mayer et al. 1995). An individual
is perceived as having high integrity when others
believe that he or she holds a set of core principles
that are honorable and can be used to predict their
behavior (Mayer et al. 1995). Behaviors that influ-
ence assessments of integrity are those that indicate
whether or not a team member has fulfilled their com-
mitments (Furst et al. 1999, Mayer et al. 1995, Morgan
and Hunt 1994, Schauber 1996). Team members are
perceived as being benevolent when it is believed that
they have the team’s best interest in mind (Mayer
et al. 1995). Benevolence is manifested in such actions
as performing an undesirable task or helping another
team member with a task (Furst et al. 1999). Abil-
ity, integrity, and benevolence have all been found
to influence trust beliefs in virtual teams (Jarvenpaa
et al. 1998, Robert et al. 2009).

2.2. Postevent Behavioral Controls and
Trust Beliefs

Controls encourage individuals to monitor and eval-
uate behaviors and/or outputs (Ouchi 1977). Controls
are used to regulate the behavior and to provide feed-
back to increase the probability of reaching team goals
(Henderson and Lee 1992; Kirsch 1997, 2004).

There are many different types of controls. Controls
can be formal (imposed from outside the team) or
informal (imposed from within the team) (Eisenhardt
1985, Kirsch 2004, Kirsch et al. 2010, Ouchi 1979).
Controls can monitor and evaluate either output,
such as the accomplishment of predetermined goals
and deliverables (Eisenhardt 1985, Ouchi 1977, Snell
1992, Henderson and Lee 1992, Atuahene-Gima and
Li 2002), or behavior (Henderson and Lee 1992;
Kirsch 1997, 2004; Ouchi 1977). Behavioral controls
can be pre-event rules that are used to guide behav-
ior (e.g., e-mails must be answered within 24 hours)
or postevent controls that evaluate behavior after the
behavior has occurred (e.g., after-action reports).

Our focus is on postevent behavioral controls
(PEBC), such as performance reports, because they
fit the fundamental definition of control as “moni-
toring and evaluation.” PEBC are relatively simple
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to implement and are commonly used by organi-
zations (Kirsch 2004). The use of PEBC in virtual
teams has been the subject of past information sys-
tems research (Piccoli and Ives 2003). PEBC are also
likely to have an impact on behavior: when indi-
viduals know that their behavior is being monitored
and evaluated, they are more likely to perform in
the desired manner (Henderson and Lee 1992; Kirsch
1997, 2004; Ouchi 1977).

PEBC are prevalent in traditional face-to-face teams
(Kirsch 1997, 2004). Despite this, the relationship
between PEBC and trust belief in face-to-face teams
is still unclear (Bijlsma-Frankema and Costa 2005,
Inkpen and Currall 2004, Sengun and Wasti 2007).
There are two divergent views on the relationship
between PEBC and trust beliefs, but both share similar
logic. Both views agree that PEBC influence what peo-
ple infer from behaviors, and this in turn influences
trust beliefs. Both views agree that the use of PEBC
increases the motivation of team members to gather
information about their team processes and individ-
ual team members’ performance (Scholten et al. 2007).
Thus team members are more vigilant when PEBC are
used. One view argues that PEBC primarily increase
the salience of behavior that fulfills the needs of the
team, which increases trust beliefs (Coletti et al. 2005,
Sitkin 1995). The other view argues that PEBC pri-
marily increase the salience of reneging behavior that
hurts the team and thus PEBC ultimately reduce trust
beliefs (Das and Teng 1998, Langfred 2004).

Both views have empirical support, although the
only empirical evidence available from virtual teams
suggests that PEBC decrease trust beliefs (Piccoli and
Ives 2003); there is no evidence to suggest whether
or not PEBC can increase trust beliefs in virtual
teams. Unlike face-to-face teams in which members
can directly observe the behavior of their teammates,
members of virtual teams usually rely on lean textual
exchanges as their primary source of communication.
There is an inherent negativity bias in lean textual
communication; text messages are likely to be per-
ceived to be intensely more negative than intended
(Byron 2008). Thus the use of PEBC to increase the
salience of communication, combined with the neg-
ativity bias inherent in lean media, might cause an
increase in negative perceptions among virtual team
members, even when there is little to prompt negative
judgments.

We argue that PEBC affect trust belief in two sep-
arate ways: by moderating the influence of (1) the
trustee’s behavior and (2) the trustor’s disposition to
trust. First, PEBC increase vigilance (Scholten et al.
2007) and make all behavior more salient (both ful-
filling behavior and reneging behavior). Interpreta-
tion requires cognitive effort because “interpersonal
behaviors are usually ambiguous to some degree;

therefore interpretation is used to reduce ambiguity”
(Dirks and Ferrin 2001, p. 459). However, individuals
often take short-cuts to reduce cognitive effort that,
unfortunately, do not always produce valid interpre-
tations (Chaiken et al. 1999, Chaiken and Maheswaran
1994, Dirks and Ferrin 2001). In this context, trust
belief can be based on an inaccurate assessment of
another’s teammate’s behavior.

PEBC increase an individual’s motivation to per-
form monitoring and evaluation in a more system-
atic fashion (Henderson and Lee 1992; Kirsch 1997,
2004; Ouchi 1977). When individuals know they will
be asked to evaluate behavior after it occurs, they
are more attentive to the behavior and monitor it
more closely (Darling et al. 2005, Johnston and Dark
1986). Individuals completing a PEBC are more likely
to consider the elements it contains when forming
trust beliefs because the wording of questions on the
evaluation primes respondents in ways that influence
their information processing (Wittenbrink et al. 1997).
PEBC encourage team members to closely examine
behavior: what was the task, who was assigned, was
it performed successfully, what issues arose, were the
issues resolved, etc. (Darling et al. 2005). In well-
functioning teams, PEBC increase the salience of the
members’ behaviors that fulfills the needs of the team,
which should increase trust beliefs (Coletti et al. 2005,
Sydow and Windeler 2003). In dysfunctional teams,
PEBC increase the salience of the members’ reneging
behavior, which decreases trust beliefs (Piccoli and
Ives 2003).

In essence, PEBC moderate the influence of behav-
ior (and the perception of ability, benevolence and
integrity) on trust beliefs. Because PEBC increase the
salience of all behavior, they increase the strength of
the relationship between a team member’s behaviors
and trust beliefs. Thus PEBC will increase the pos-
itive relationship when team member’s behavior is
fulfilling and increase the negative relationship when
behavior is reneging. In the first case, the use of
PEBC will increase trust beliefs, whereas in the lat-
ter it will decrease trust beliefs. Therefore, we have
Hypothesis 1.

Hypothesis 1 (H1). The presence of postevent behav-
ioral controls will increase the strength of the impact of
trust behaviors on trust belief.

Second, PEBC affect the way that meaning is
assigned to behavior by way of an individual’s dis-
position to trust. Individuals working in the pres-
ence of PEBC know they will be called upon to
make formal judgments about the behaviors of others
after the events have transpired. This knowledge of
the need to formally assess others will induce indi-
viduals to begin forming their assessments of other
team members as they begin to observe behavior
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before they have received all the available informa-
tion about behavior—they will be cued to form judg-
ments as behavior unfolds, rather than assessing the
complete “package” of behavior after the fact. Initial
trust beliefs, made before information about behavior
is available, rely heavily on the disposition to trust
(Jarvenpaa et al. 1998, Mayer and Davis 1999, Mayer
et al. 1995, Robert et al. 2009).

The trustor’s disposition to trust (and the initial
trust beliefs based on it) will shape subsequent trust
beliefs (Robert et al. 2009). Selective perception is
a form of biased information processing that often
leaves individuals who view the same events with
different interpretations of those events (Hastorf and
Cantril 1954, Keil et al. 2007). Individuals who engage
in selective perception see what they expect to see
by focusing on the information that supports their
initial judgments and discounting information that
opposes them (Dirks and Ferrin 2001, Fiske and
Taylor 1991, Lord et al. 1979, Robinson 1996, Vidmar
and Rokeach 1974, Wood 1982). Individuals are pre-
disposed to see what they expected to see, so they
interpret observed behavior using their initial dispo-
sitions. This disposition colors how an individual per-
ceives a behavior, and how he or she derives meaning
and ascribes personal characteristics from it (Chaiken
et al. 1999, Chaiken and Maheswaran 1994, Dirks and
Ferrin 2001, Prentice and Gerrig 1999). As a result,
an individual’s disposition to trust will influence how
he or she assesses behavior and forms trust beliefs
based on it.

There are two ways behavioral controls might
increase the selective perception bias. First, dispo-
sition might be a filter for perception. Individuals
tend to focus on information that supports their ini-
tial judgments and discount information that opposes
them (Dirks and Ferrin 2001, Fiske and Taylor 1991,
Lord et al. 1979, Robinson 1996, Vidmar and Rokeach
1974, Wood 1982). Individuals with a high disposition
to trust will be more likely to notice trust-engendering
behaviors while those with a low disposition to trust
will be more likely to notice trust-inhibiting behaviors
(Dirks and Ferrin 2001). This information seeking and
focus might be deliberate or unconscious, but it has
the net effect of collecting information that supports
the individual’s trust beliefs formed before behavior
is observed: information challenging an individual’s
disposition is overlooked.

Second, disposition might be the lens through
which behavior is interpreted (Chaiken et al. 1999,
Chaiken and Maheswaran 1994, Prentice and Gerrig
1999). The individual is aware of behavior, but the
way in which the behavior is interpreted depends
upon the individual’s disposition, which influences
how individuals derive meaning and ascribe ability,
integrity, and benevolence to the behavior of a team

member. For example, suppose a team member had
promised to complete and e-mail a report by 11:00
p.m. and sent it at 10:59 p.m. One individual high in
disposition to trust might feel that this behavior is
an indication of someone they should trust (i.e., the
team member fulfilled the commitment). However,
another individual low in disposition to trust might
view the submission, one minute before the due time, as
a sign of someone who barely lived up to their com-
mitment and cannot be trusted because in the future
they might not fulfill their commitments. The same
behavior viewed by different individuals yields differ-
ent trust beliefs because each uses a different measure
to assess the same characteristics that influence their
trust belief.

In summary, we argue that the use of PEBC will
induce individuals to begin forming trust beliefs
as behavior unfolds. Because initial trust beliefs are
made with little or no behavior information, this will
magnify the impact of an individual’s disposition to
trust on trust beliefs. Individuals high in disposi-
tion to trust will be more likely to notice and/or
interpret behaviors as more trustworthy when they
are working under PEBC. Individuals low in dispo-
sition to trust will notice and/or interpret behaviors
as less trustworthy when they are working under
PEBC. PEBC therefore will strengthen the relationship
between an individual’s disposition to trust and his
or her trust beliefs. Thus we have Hypothesis 2.

Hypothesis 2 (H2). The presence of postevent behav-
ioral controls will increase the strength of the impact of an
individual’s disposition to trust on trust belief.

3. Method
Trust belief is an individual level construct requir-
ing an individual to assess another individual and
form a trust belief about him or her. In virtual
teams, this assessment is normally conducted primar-
ily through lean textual discourse. Our context was
trust beliefs formed by individuals in virtual teams, so
this presented us with several challenges. We needed
a method to precisely control individual behavior to
ensure that all participants were able to observe the
same behavior and form trust beliefs about it, influ-
enced only by their own disposition to trust and the
presence or absence of PEBC. We also needed to sepa-
rate the influence of PEBC (which have been shown to
influence behavior) from the behavior itself. In short,
we needed a method that would allow us to rule out
whether it was the use of PEBC or the actual behavior
that was influencing trust beliefs.

We could have used naturally occurring or experi-
mentally created teams and had team members work
with and without PEBC, but this would have enabled
the presence of PEBC to influence behavior and
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would have introduced a confound due to the inabil-
ity to clearly separate the influence of PEBC from the
influence of behavior. Likewise, the behaviors of indi-
vidual team members would have varied from team
to team, so we could not provide precise control over
the behaviors.

Added to the need to precisely manipulate PEBC
and separate their influence from that of behavior was
the need to present the behavior in the same textual
format used by virtual teams. Therefore, the experi-
ment was implemented through the use of vignettes.
Vignettes are “stories about individuals, situations
and structures which can make reference to impor-
tant points in the study of perceptions, beliefs, and
attitudes” (Hughes 1998, p. 381). Vignettes are simula-
tions of real events (Gould 1996). Although vignettes
are rarely used in the IS field (Couger 1989, Gattiker
and Kelley 1999, Harrington 1996, Jarvenpaa and
Staples 2000, Robert et al. 2009), they are an experi-
mental technique for the study of perceptions, beliefs,
and attitudes (Hughes 1998, Murphy et al. 1986, Pierce
et al. 2000). Vignettes have been used in such diverse
fields as management, psychology, anthropology, and
economics for over 50 years (e.g., Baard et al. 2004,
De Cremer et al. 2007, Herskovits 1950, Norman et al.
2005, Scott and Colquitt 2007).

Vignettes have been used both in the study of
trust (Buskens and Raub 2002, Elsbach and Elofson
2000, Nakayachi and Watabe 2005, Robert et al. 2009)
and team collaboration (Amabile et al. 2001, Colquitt
and Jackson 2006, Jarvenpaa and Staples 2000). For
example, much of the research on media richness
uses vignette studies in which participants are pre-
sented with a hypothetical situation and asked about
their beliefs and perceptions (e.g., Daft et al. 1987,
El-Shinnawy and Markus 1992, Russ et al. 1990).

A recent meta-analysis revealed that the correlation
between beliefs and reactions to decision making in
studies that used vignettes was virtually the same as
that for nonvignette studies: 0.34 versus 0.33 (Shaw
et al. 2003). In other words, the meta-analysis found
that studies employing vignettes reached the same
conclusions as traditional nonvignette studies. Other
studies have drawn similar conclusions (De Cremer
et al. 2007, Rahman 1996). This provides some evi-
dence to support the view that individuals respond
quite similarly whether they are presented with a
hypothetical situation using a vignette or a hypothet-
ical situation in a traditional lab experiment.

Vignettes allow researchers to assess the impact
of the independent variables on the dependent vari-
ables with precise control. This enables researchers
to analyze the influence of the information presented
(independent variables) on the participants’ judgmen-
tal process in a much less biased and contaminated
manner than if experimental participants were able

to interact (Greenberg and Eskew 1993). The use of
vignettes has been shown to reduce the social desir-
ability bias that experimental participants often feel
(Hughes and Huby 2002). In our study, the use of
vignettes permitted us to tightly control behavior and
separate it from the influence of PEBC, something
that would have been almost impossible in a tradi-
tional team experiment. In addition, vignettes allowed
us to present the behavior of virtual team members
in a similar textual format used by virtual teams in
field settings. Vignettes also have limitations, which
we discuss in the limitations section.

3.1. Participants
Three hundred and seventeen undergraduate busi-
ness students at a large U.S. public university partici-
pated in this study. Their participation was voluntary,
and they received course credit for their participation.
The average age of the participants was 19.6 years old,
and 30% were female. Participants were randomly
assigned to one of the four treatments, with between
75 and 81 participants in each treatment.

3.2. Task
A vignette was used to implement the task. The
vignette presented communications among three
members of a student virtual team drawn from three
universities who worked over the Internet, using
e-mail to complete a course project that required
them to develop a Web site. The vignette consisted of
two parts. The first part provided information about
the project (deliverables, due date, percentage points
of the students’ grades) and information about the
three characters in the team (Carol, Brad, and Greg).
All three characters were portrayed as undergraduate
students with similar backgrounds, education levels,
and majors.

The second part of the vignette was the commu-
nication among the characters as they worked on
the team project using e-mail over a two-week time
period. This was presented as a series of e-mail mes-
sages among the three team members as they worked
on the project. See Online Appendix 12 for a sample
vignette.

3.3. Independent Variables
The experiment was a 2 × 2 factorial design, varying
behaviors (fulfilling, reneging) and the use of PEBC
(PEBC, no PEBC). Disposition to trust, the third inde-
pendent variable, was measured (not manipulated).

Behaviors (fulfilling, reneging) were manipulated
by altering the e-mail messages presented in the
vignette. In the fulfilling behaviors treatment, all

2 An electronic companion to this paper is available as part of the
online version at http://dx.doi.org/10.1287/isre.1110.0364.
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three characters exhibited behaviors that fulfilled the
needs of the team; these behaviors displayed abil-
ity (producing high-quality work products), benevo-
lence (caring for other team members), and integrity
(completing work products on time as they commit-
ted to do). In the reneging behavior treatment, all
three characters exhibited behaviors that reneged on
meeting the needs of the team; these behaviors dis-
played lower ability (producing work products that
other characters complained about and had to re-
do), lower benevolence (refusing to work on tasks
requested by others), and lower integrity (failing to
complete tasks on time as agreed).

By definition, PEBC are designed to induce team
members to increase their monitoring and evaluating
of the behavior of other team members via an inter-
vention that occurs after that behavior has completed
(Ouchi 1977). The use of PEBC was manipulated in
two ways. First, to encourage monitoring, participants
in the PEBC treatment were informed prior to reading
the e-mail communication that they would perform
a postevent evaluation and would evaluate each of
the three characters’ responsibilities and performance.
Second, to provide an evaluation, participants com-
pleted the report after reading the e-mail communi-
cation but prior to reporting their trust beliefs (the
report was similar to that used by Piccoli and Ives
2003). Participants in the no PEBC treatment were
not informed of the report prior to reading e-mail
communication but they performed it after reporting
their trust beliefs so that the report did not influence
their trust beliefs. The first question on the evalua-
tion report was open-ended and asked the partici-
pant to report on the responsibilities undertaken by
the character. The next two were Likert-scale ques-
tions asking the participant to evaluate the character’s
effectiveness and whether he or she failed to meet her
responsibilities. Next, the report asked participants to
identify which student contributed the most and the
least to the project and to explain their reasons. It
closed by asking participants to assign a letter grade
to each character and to give the team an overall eval-
uation. See Online Appendix 2.

Disposition to trust was measured using six items
(seven-point agree-disagree scales) adapted from
Schoorman et al. (1996) and Jarvenpaa et al. (1998).
The Cronbach’s alpha was 0.70, indicating adequate
reliability. See Online Appendix 3 for the items. A
GLM analysis confirmed that there were no signifi-
cant differences in disposition to trust across the four
treatments suggesting that the random assignment
was appropriate (PEBC (F 4113135 = 0049, p = 00485),
behavior (F 4113135 = 0091, p = 00342) and interaction
(F 4113135= 3020, p = 00075).

3.4. Dependent Variables
The dependent variable was trust belief, which was
measured using 14 items (7-point agree-disagree
scales) adapted from Schoorman et al. (1996),
Jarvenpaa et al. (1998), and Mayer and Davis (1999);
see Online Appendix 3. Trust belief was assessed
separately for each of the three characters in the vignette;
there is one set of three dependent variables (trust
belief in character 1, trust belief in character 2, and
trust belief in character 3). The Cronbach’s alphas were
0.91, 0.96, and 0.94, indicating adequate reliability.
Participants reported higher trust beliefs in some char-
acters so we used the z-score of the trust belief in each
character to provide a common basis of comparison.

3.5. Manipulation Check
We designed the vignettes to present two very dif-
ferent patterns of behavior to the participants. We
included a manipulation check to confirm that the
behavior in the two vignettes was actually perceived
differently. We asked participants to assume they
had been assigned to work with the group in the
vignette on a new project and asked them about
their overall level of trust belief in the group as a
whole (as opposed to the trust in the individual mem-
bers). We used 5 items (7-point agree-disagree scales)
adapted from Jarvenpaa et al. (1998), and Mayer and
Davis (1999) that were separate and distinct from the
items used to measure individual level trust for our
hypotheses; see Online Appendix 3. The Cronbach’s
alpha was 0.75, indicating adequate reliability. GLM
found that participants in the reneging behavior treat-
ment perceived lower overall levels of trust belief in
the group than those in the fulfilling behavior treat-
ment (F 4113135= 147044, p < 00001). We conclude that
the vignette manipulation was successful in present-
ing two different patterns of behavior.

3.6. Procedures
The experiment started by asking the participants to
complete a questionnaire measuring their disposition
to trust and demographic information. Participants
then received the first part of the vignette, describing
the backgrounds of the three characters, the nature
of the project, and the communication environment.
Participants were then randomly assigned to one of
the treatments. Participants in both treatments were
informed that they would read an e-mail transcript
and then do a questionnaire, which would “ask you
some questions about your reaction to what hap-
pened.” Participants in the PEBC treatment received
additional information about the nature of the per-
formance report they would be asked to complete;
participants in the no-PEBC treatment received no
additional information. The participants then read the
part of the vignette depicting communications among
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Table 1 Descriptive Statistics and Correlations for Continuous
Variables

Correlations

Standard Disposition Trust in Trust in
Variable Mean deviation to trust character 1 character 2

Disposition to trust 4042 0069
Trust in character 1 3070 0093 00130∗

Trust in character 2 5000 1025 00058 00150∗∗

Trust in character 3 4008 1003 00193∗∗ −00084 00258∗∗

∗p < 0005, ∗∗p < 0001.

the three characters (either with fulfilling behavior or
reneging behavior). Next, participants in the PEBC
treatment completed the PEBC performance evalua-
tion and then received the questionnaire asking them
their trust belief in each of the three characters,
their overall group-level trust belief and the group
effectiveness. Participants in the no-PEBC treatment
received the questionnaire first and the performance
report second so that it would not influence their trust
beliefs (we used part of the performance report as a
manipulation check, so all participants completed it).
Participants were then debriefed and released.

4. Results
Because there was one set of three dependent vari-
ables (trust belief in characters 1, 2, and 3), we
used a repeated measures GLM, with disposition to
trust, behavior, and PEBC as independent variables.
The analysis found no significant differences for any
of the seven within-subjects effects,3 meaning that
that the subjects perceived no meaningful differences
among the three characters. Therefore, our analysis
focuses on the between-subjects effects that test our
hypotheses.

Table 1 presents descriptive statistics (original
scales) and correlations (after standardization) for the
four continuous variables; the two categorical manip-
ulations are omitted. Table 2 presents the statisti-
cal results. Table 3 presents the estimated marginal
means for trust belief (reported as z-score). There
were significant main effects for disposition to trust
(F 4313105 = 13006, p = 00000); as disposition to trust
increased, so did trust belief. There were significant
main effects for behavior (F 4313105 = 5091, p = 00016);
fulfilling behavior increased trust belief.

3 The results were: Character: F 4113105= 0029, p = 00591; Character×

PEBC: F 4113105 = 1032, p = 00252; Character × Behavior: F 4113105 =

0027, p = 00635; Character × Trust Disposition: F 4113105 = 0031, p =

00576; Character × PEBC × Behavior: F 4113105 = 0039, p = 005341;
Character × PEBC × Trust Disposition : F 4113105 = 1010, p = 00294;
Character×Behavior×Trust Disposition: F 4113105= 0000, p = 00988.

Table 2 Repeated Measures GLM Results for Trust Belief

Factor F p

Disposition to trust 13006 00001
Behavior 5091 00016
Postevent behavioral controls 5046 00020
Postevent behavioral controls × Behavior 5096 00015
Postevent behavioral controls × Disposition to trust 6053 00011
Disposition to trust × Behavior 0001 00944

Table 3 Estimated Marginal Means for Trust Belief

Postevent No postevent
Behavior behavioral controls behavioral controls

Fulfilling 00403 00466
Reneging −00323 −00513

Figure 2 Interaction Between Behavior and Postevent Behavioral
Controls for Trust Belief
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There was a significant interaction effect for PEBC
by behavior (F 4313105 = 5096, p = 00015). The esti-
mated marginal means in Table 3 (as plotted in Fig-
ure 2) show that, counter to our hypothesis, the use of
PEBC led to less extreme trust belief. Participants using
PEBC had lower trust beliefs in characters with ful-
filling behavior and higher trust beliefs in characters
with reneging behavior than those without PEBC. H1
is not supported.

There was a significant interaction effect for PEBC
by disposition to trust (F 4313105= 6053, p = 00011). The
mean beta coefficient on disposition to trust for the
PEBC treatments was 0.231 versus 0.090 for the no-
PEBC treatments. As hypothesized in H2, the impact
of disposition to trust on trust belief was stronger
in the presence of PEBC. As an aside, we note that
counter to past research, trust was significantly higher
in the presence of PEBC (F 4313105 = 5046, p = 00020),
although this cannot be interpreted in the presence of
the two significant interaction terms.

5. Discussion
We found that disposition to trust and behavior
directly affected trust belief, which matches prior
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research. H1 and H2 speak to our primary research
question: how do PEBC affect trust belief? We found
that PEBC strengthened the impact of disposition to
trust on trust beliefs. The use of PEBC encouraged
participants to see the behavior they were predisposed
to see by amplifying their selective perception bias.
Individuals who were predisposed to higher trust per-
ceived behaviors as more trustworthy in the presence
of PEBC, while individuals who were predisposed
to lower trust perceived those same behaviors as less
trustworthy in the presence of PEBC. This impact has
not been considered in prior research and is not a
“good” outcome. It suggests that PEBC help to anchor
individuals on their a priori dispositions to trust and
make them less willing to move from their default
trust presumptions, even in the face of behavior that
runs counter to them.

We hypothesized that PEBC would make behavior—
both fulfilling behavior and reneging behavior—more
salient. We had no direct measures of salience, but
we included a check for these arguments. The
postevent performance report asked participants to
identify which character contributed the most to the
project (e.g., fulfilling behaviors) and which con-
tributed the least (e.g., reneging behaviors) and to
explain their reasons for choosing those characters. If
PEBC increased salience, then we would expect par-
ticipants in the PEBC treatments to report more rea-
sons for their choices. One rater coded and counted
the number of distinct reasons listed by all partici-
pants for both questions. A second rater counted the
number of reasons given by a randomly selected sub-
set of 70 participants (about a quarter of the sam-
ple); the Cronbach’s alphas for fulfilling reasons (0.89)
and reneging reasons (0.95) indicated adequate inter-
rater agreement. We summed the two types of reasons
and ran a GLM analysis, which found that those in
the PEBC treatment reported more reasons than did
those in the no PEBC treatment (means = 3023 vs. 2.92,
F 4113125= 7044, p = 00011). Because those in the PEBC
treatments reported more reasons for their trust belief,
we conclude that PEBC did indeed make behavior
more salient. However, the effect of this on trust was
the opposite of what we predicted. Rather than mak-
ing trust beliefs more extreme—higher for individu-
als exposed to fulfilling behaviors and lower for indi-
viduals exposed to reneging behaviors—the impact
was the opposite: use of PEBC tended to soften the
extreme views.

Past research offers some insight into these results.
Formal controls can increase an individual’s moti-
vation to monitor and evaluate others in a more
systematic fashion (Henderson and Lee 1992; Kirsch
1997, 2004; Ouchi 1977). The PEBC used in this study
included an open-ended narrative justification of the

evaluation. Narrative justifications, in contrast to sim-
ple rating scales, lead individuals to be more atten-
tive to the circumstances surrounding the behavior
(Darling et al. 2005, Johnston and Dark 1986) and
to empathize more with the team members being
evaluated (Charon 2001). We believe the PEBC might
have led individuals in the PEBC groups to pay
more attention to the acts of both reneging and ful-
filling as well as the context in which the behavior
occurred. These individuals might have noticed not
only whether a task was completed but also why it
was or was not completed and the difficulties or ease
in performing the task. That is, individuals in the
PEBC groups might have paid more attention to what
issues arose that might have led to the reneging or
fulfilling behaviors thus dampening any extreme pos-
itive and negative evaluations. In contrast, subjects
in the non-PEBC groups might have focused only on
(and been able to recall) whether or not a task was
completed, without considering the context within
which the behavior occurred. This could explain why
individuals in the PEBC group recalled more behav-
iors while providing less extreme trust scores. More
research is needed on that PEBC that do not use nar-
rative justifications (e.g., those with just rating scales)
to understand if they have the same effects; it could
be that PEBC without narrative justifications do not
encourage an increased focus on the context of the
behavior and thus have different effects.

At first glance it would appear that the results
of this study are not consistent with that of Piccoli
and Ives (2003), which focused on virtual teams with
low trust and found that PEBC increased, rather than
dampened, the impact of reneging behaviors. How-
ever, there are similarities in the findings between
the two studies despite their different methodolo-
gies (case study versus lab study). We both found
that PEBC increased the salience of reneging behav-
iors and this behavior was associated with lower
trust within teams. We also found the same effect for
fulfilling behaviors as well. However, one important
difference is that our PEBC also included a formal
evaluation and narrative justification of each individ-
ual team members’ behavior. It might be that requir-
ing participants to provide justification along with
their evaluations caused our participants to consider
the conditions surrounding the fulfilling and reneging
behavior (Charon 2001, Darling et al. 2005, Johnston
and Dark 1986). In short, the justifications might have
tempered the impact of behavior on trust when PEBC
were used.

Our results also show that PEBC strengthen the
fundamental relationship between disposition to trust
and trust beliefs. We argued that disposition to trust
would influence the behaviors that were noticed and



Curtis et al.: Trust Is in the Eye of the Beholder
Information Systems Research 23(2), pp. 546–558, © 2012 INFORMS 555

how they were interpreted (those with low trust dis-
positions would be more likely to see reneging behav-
iors and those with high trust dispositions would be
more likely to see fulfilling behaviors). We split the
participants into two categories based on their dis-
position to trust (those below the mean, and those
above the mean). We used a repeated measures GLM
to see if the number of fulfilling reasons and num-
ber of reneging reasons differed by these two cat-
egories. As expected, we found no main effect for
trust disposition category (F 4113125 = 1006, p = 00303)
because the effects for fulfilling reasons and reneg-
ing reasons should be in opposite directions. How-
ever, the expected trust disposition category by type
of reason interaction was not significant (F 4113125 =

0009, p = 00761). Therefore, we speculate that trust
disposition had a greater influence on how behav-
ior was interpreted than on whether a behavior was
noticed or not.

In summary, we conclude that PEBC might increase
or decrease trust beliefs based on behaviors and the
observer’s disposition to trust. In this study, we used
vignettes to tightly control and separate the impact
of behavior, PEBC, and disposition to trust on trust
beliefs. Prior studies have not employed such strict
control and thus some of the differences between our
study and prior studies could lie in the disentangle-
ment of these separate, and at times countervailing,
forces.

5.1. Limitations
This study, like all studies, has its limitations. We used
a vignette, a story that was evaluated by our partic-
ipants. The advantage of this is that we were able
to manipulate behavior separately from the manip-
ulation of PEBC, which would have been almost
impossible in a traditional team study. However, par-
ticipants might respond differently when presented
with a hypothetical situation in a vignette rather
than a real setting in the field (Greenberg and Eskew
1993). Vignettes are also a more subtle treatment and
might not be strong enough to induce the thoughts
and behaviors in study participants, so treatments are
more likely to fail in vignette studies, resulting in non-
significant results (Hughes and Huby 2002). We found
significant effects in this relatively weak environment,
which suggests that they are likely to have stronger
effects in real-world settings.

5.2. Implications for Research
We believe this study has several implications for
research. First, we found that PEBC alters the rela-
tionship between behavior and trust beliefs. Prior
research suggests that PEBC have an indirect nega-
tive effect on trust belief in virtual teams by increas-
ing the salience of reneging behaviors (Piccoli and

Ives 2003). In contrast, we found that controls increase
the salience of all behaviors—reneging and fulfilling—
and dampened the impact of these behaviors on trust
belief. PEBC might have encouraged individuals to
focus not only on the reneging and fulfilling behav-
iors themselves but also on the circumstances that
surrounded them. This had the effect of reducing the
impact of reneging and fulfilling behaviors on trust
belief. Thus the impact of PEBC is more complex than
prior research suggests. Understanding when, how,
and which circumstances and actions impact the rela-
tionship between behavior and trust is an important
future topic that has not been examined.

Second, we found that PEBC strengthened the
impact that an individual’s own disposition to trust
has on trust beliefs. This impact might be more pro-
nounced in virtual teams than in face-to-face teams
because the use of lean text to form judgments about
behaviors may increase an individual’s use of their
disposition to trust as a filter or interpretive lens on
their teammate’s behavior. This impact is also likely to
be strongest in newly formed teams, as the influence
of disposition to trust declines as more information is
learned about an individual’s behavior (Mayer et al.
1995, Robert et al. 2009). A better understanding of
how and why PEBC interact with disposition to trust
in both face-to-face and virtual teams will enable us
to develop new interventions to reduce this bias and
more quickly move individuals beyond their dispo-
sitions to focusing on behavior. To accomplish this,
more theoretical development and empirical research
is needed in both face-to-face and virtual teams.

Third, we found that PEBC impacts trust beliefs
through these two distinct and sometimes counter-
vailing paths (behavior and disposition to trust). Thus
trust belief lies both in the behavior of the individual
and in the eye of the beholder. Past research has not
yielded a consistent pattern of theoretical or empirical
conclusions about the relationship between controls
and trust beliefs (Bijlsma-Frankema and Costa 2005,
Coletti et al. 2005, Emsley and Kidon 2007, Zaheer
and Venkatraman 1995). We believe that our research
offers some insight as to why past research is incon-
sistent: controls (at least PEBC) influence trust belief
through two separate paths that at times produce
countervailing forces. Future research needs to con-
sider the separate impacts of PEBC on both paths.

Fourth, our focus was on only one type of con-
trol: PEBC using a narrative justification. PEBC can
be implemented in several ways. We believe that our
results were influenced by the use of narrative jus-
tifications which highlighted both the behavior and
its context. PEBC that do not include narrative justi-
fications might highlight only the behavior and thus
potentially have different effects—but this is an issue
for future research. Likewise, there are many other



Curtis et al.: Trust Is in the Eye of the Beholder
556 Information Systems Research 23(2), pp. 546–558, © 2012 INFORMS

types of controls (Kirsch 2004, Ouchi 1977). Future
research also should examine whether other types of
controls (e.g., pre-event behavioral controls, output
controls) moderate the relationship between behav-
ior and trust beliefs and between disposition to trust
and trust beliefs. To the extent that these other types
of controls also encourage increased monitoring and
evaluation leading to increased salience of behavior
and its context, we might expect similar results. How-
ever, this too is an issue for future research.

Finally, we found that individual differences (dis-
position to trust) had a significant and predictable
effect on trust beliefs. Much research on virtual teams
has used a social psychology perspective. For exam-
ple, prior research on trust beliefs in virtual teams
has focused on how trust belief is either impacted
or impacts team dynamics and work processes. Since
Huber’s (1983) original indictment of cognitive style
research, we have seen empirical research on indi-
vidual differences wither away (Devaraj et al. 2008,
McElroy et al. 2007). Perhaps now is the time to mod-
ify our own research paradigms and to begin anew
to investigate and understand the role of individual
differences in virtual teams. We believe that an impor-
tant implication for future research is the need for
more research on the cognitive foundations of indi-
vidual behavior in virtual teams (cf. Heninger et al.
2006, Nagasundaram and Dennis 1993). We believe
this could be useful in designing and implementing
better tools and work processes for virtual teams.

5.3. Implications for Practice
We believe this study has several implications for
managers of virtual teams. Our results show that
even a very short and simple postevent evaluation
of team members can have a significant impact by
inducing individuals to focus more on others’ behav-
iors in forming their trust beliefs. Trust beliefs based
on behavior are likely to be more accurate than those
based on an individual’s characteristics (e.g., gender,
race, occupation). Because trust is particularly impor-
tant in virtual teams, we believe that managers should
implement PEBC to encourage virtual team members
to form more accurate trust beliefs.

However, our results also show that the use of
PEBC is also likely to increase the impact of an indi-
vidual’s own disposition to trust on trust beliefs due
to the selective perception bias. It might be possible
to reduce the effect that PEBC have in strengthen-
ing the selective perception bias through work pro-
cess interventions. Kray and Galinsky (2003) show
that simple procedures can be introduced into team-
work that induces counterfactual information search
and processing—the search for and use of information
that disconfirms a team member’s initial beliefs about
a situation. By introducing these counterfactual prim-
ing procedures along with PEBC, managers might be

able to use such controls without increasing the nega-
tive impact of selective perception bias that PEBC can
induce (Gawronski et al. 2008).

One problem with using PEBC in virtual teams is
the lack of mutual knowledge (Cramton 2001). In vir-
tual teams, members often lack information regarding
the current status of other team members. Unfortu-
nately, virtual team members often assume the worst
in the absence of information (Cramton 2001). If the
information they do receive is an act of reneging, this
could compound the negative effect on trust. However,
collaboration systems can be designed to provide
“awareness displays” that provide real time “con-
textual information” about the current workload of
other team members (Dabbish and Kraut 2008). These
awareness displays can help teams in two ways: (1)
determine if a team member is too busy to fulfill
his/her obligations at this time and shift the duties to
some else; (2) help team members understand why that
teammate failed to live up to the obligation, reducing
the negative impact on trust.
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isre.1110.0364.

Acknowledgments
The authors thank the reviewers, the associate editor, and
the senior editor for helpful comments that improved this
paper.

References
Alnvaimi, O. A., L. P. Robert, Jr., L. M. Maruping. 2010. Team size,

dispersion, and social loafing in technology—Supported teams:
A perspective of theory of moral disengagement. J. Management
Inform. Systems 27(1) 209–236.

Amabile, T. M., C. Patterson, J. Mueller, T. Wojcik, P. Odomirok,
M. Marsh, S. Kramer. 2001. Academic-practitioner collabora-
tion in management research: A case of cross-profession col-
laboration. Acad. Management J. 44(2) 418–431.

Atuahene-Gima, K., H. Li. 2002. When does trust matter?
Antecedents and contingent effects of supervisee trust on per-
formance in selling new products in China and the United
States. J. Marketing 66(3) 61–81.

Aubert, B., B. Kelsey. 2003. Further understanding of trust and per-
formance in virtual teams. Small Group Res. 34(5) 575–618.

Baard, P. P., E. L. Deci, R. M. Ryan. 2004. Intrinsic need satisfaction:
A motivational basis of performance and well-being in two
work settings. J. Appl. Soc. Psych. 34(10) 2045–2068.

Bijlsma-Frankema, K., A. C. Costa. 2005. Understanding the trust-
control nexus. Internat. Sociol. 20(3) 259–282.

Brown, H. G., M. S. Poole, T. L. Rodgers. 2004. Interpersonal traits,
complementarity, and trust in virtual collaboration. J. Manage-
ment Inform. Systems 20(4) 115–137.

Buskens, V., W. Raub. 2002. Embedded trust: Control and learning.
S. R. Thye, ed. Group Cohesion, Trust Solidarity JAI, Amsterdam,
162–202.

Butler, J. K., R. S. Cantrell, R. J. Flick. 1999. Transformation leader-
ship behaviors, upward trust, and satisfaction in self-managed
work teams. Organ. Development J. 17(1) 13–29.



Curtis et al.: Trust Is in the Eye of the Beholder
Information Systems Research 23(2), pp. 546–558, © 2012 INFORMS 557

Byron, K. 2008. Carrying too heavy a load? The communication
and miscommunication of emotion by email. Acad. Management
Rev. 33(2) 309–327.

Chaiken, S., D. Maheswaran. 1994. Heuristic processing can bias
systematic processing: The effects of task importance, argu-
ment ambiguity, and source credibility on persuasion. J. Per-
sonality Soc. Psych. 66 460–473.

Chaiken, S., K. L. Duckworth, P. Darke. 1999. When parsimony
fails 0 0 0 0 Psych. Inquiry 10(2) 118–123.

Charon, R. 2001. Narrative medicine: A model for empathy, reflec-
tion, profession, and trust. J. Amer. Medical Assoc. 286(15)
1897–1902.

Coletti, A. L., K. L. Sedatole, K. L. Towry. 2005. The effect of con-
trol systems on trust and cooperation in collaborative environ-
ments. Accounting Rev. 80(2) 477–500.

Colquitt, J. A., C. L. Jaskson. 2006. Justice in teams: The context
sensitivity of justice rules across individual and team contexts.
J. Appl. Soc. Psych. 36(4) 868–899.

Couger, J. D. 1989. Preparing IS students to deal with ethical issues.
MIS Quart. 13(2) 211–218.

Cramton, C. D. 2001. The mutual knowledge problem and its conse-
quences for dispersed collaboration. Organ. Sci. 12(3) 346–371.

Dabbish, L., R. Kraut. 2008. Awareness displays and social motiva-
tion for coordinating communication. Inform. Systems Res. 19(2)
221–238.

Daft, R. L., R. H. Lengel, L. Trevino. 1987. Message equivocality,
media selection, and manager performance. MIS Quart. 11(3)
355–366.

Darling, M., C. Parry, J. Moore. 2005. Learning in the thick of it.
Harvard Bus. Rev. 83(7) 84–92.

Das, T. K., B. S. Teng. 1998. Between trust and control: Developing
confidence in partner cooperation in alliances. Acad. Manage-
ment Rev. 23(3) 491–512.

De Cremer, D. D., M. V. Van Dijke, A. E. R. Bos. 2007. When lead-
ers are seen as transformational: The effects of organizational
justice. J. Appl. Soc. Psych. 37(8) 1797–1816.

Devaraj, S., R. F. Easley, J. M. Crant. 2008. How does personal-
ity matter? Relating the five-factor model to technology accep-
tance and use. Inform. Systems Res. 19(1) 93–105.

Dirks, K. T., D. L. Ferrin. 2001. The role of trust in organizational
settings. Organ. Sci. 12(4) 450–467.

Dirks, K. T., D. L. Ferrin. 2003. The use of rewards to increase
and decrease trust: Mediating processes and differential effects.
Organ. Sci. 14(1) 18–31.

Eisenhardt, K. M. 1985. Control: Organizational and economic
approaches. Management Sci. 31(2) 134–150.

Elsbach, K., G. Elofson. 2000. How the packaging of decision expla-
nations affects perceptions of trustworthiness. Acad. Manage-
ment J. 43(1) 80–89.

El-Shinnawy, M., M. Markus. 1992. Media richness theory and new
communication media: A study of voice mail and electronic
mail. Proc. Internat. Conf. Inform. Systems, Dallas, Texas, 91–105.

Emsley, D., F. Kidon. 2007. The relationship between trust and con-
trol in international joint ventures: Evidence from the airline
industry. Contemporary Accounting Res. 24(3) 829–858.

Ferrin, D. L., M. C. Bligh, J. C. Kohles. 2007. Can I trust you to trust
me? A theory of trust, monitoring, and cooperation in interper-
sonal and intergroup relationships. Group Organ. Management
32(4) 465–499.

Fiske, S., S. Taylor. 1991. Social Cognition. McGraw-Hill, New York.
Furst, S., R. Blackburn, B. Rosen. 1999. Virtual teams effectiveness:

A proposed research agenda. Inform. Systems J. 9(4) 249–269.
Gallivan, M. J., G. Depledge. 2003. Trust, control and the role of

interorganizational systems in electronic partnerships. Inform.
Systems J. 13(2) 159–190.

Gattiker, U. E., H. Kelley. 1999. Morality and computers: Attitudes
and differences in moral judgments. Inform. Systems Res. 10(3)
233–254.

Gawronski, B., R. Deutsch, S. Mbirkou, B. Seibt, F. Strack. 2008.
When “just say no” is not enough: Affirmation versus negation
training and the reduction of automatic stereotype activation.
J. Experiment. Soc. Psych. 44 370–377.

Gould, D. 1996. Using vignettes to collect data for nursing research
studies: How valid are the findings? J. Clinical Nursing 5(4)
207–212.

Greenberg, J., D. E. Eskew. 1993. The role of role playing in organi-
zational research. J. Management 19(2) 221–241.

Guinan, P. J., J. G. Cooprider, S. Faraj. 1998. Enabling software
development team performance during requirement definition:
A behavioral versus technical approach. Inform. Systems Res.
9(2) 101–125.

Gurtman, M. B. 1992. Trust, distrust, and interpersonal problems:
A circumplex analysis. J. Personal Sociol. Psych. 62(6) 989–1002.

Harrington, S. J. 1996. The effect of codes of ethics and personal
denial of responsibility on computer abuse judgments and
intentions. MIS Quart. 20(3) 257–278.

Hastorf, A. H., H. Cantril. 1954. They saw a game: A case study.
J. Abnormal Soc. Psych. 49(1) 129–134.

Henderson, J. C., S. Lee. 1992. Managing I/S design teams: A con-
trol theories perspective. Management Sci. 38(6) 757–777.

Heninger, W. G., A. R. Dennis, K. M. Hilmer. 2006. Individual cog-
nition and dual task Interference in group support systems.
Inform. Systems Res. 17(4) 1–10.

Herskovits, M. J. 1950. The hypothetical situation: A technique of
field research. Southwestern J. Anthropology 6 32–40.

Hinds, P. J., D. E. Bailey. 2003. Out of sight, out of sync: Understand-
ing conflict in distributed teams. Organ. Sci. 14(6) 615–632.

Huber, G. P. 1983. Cognitive style as a basis for MIS and DSS
designs: Much ado about nothing? Management Sci. 29(5)
567–579.

Hughes, R. 1998. Considering the vignette technique and its appli-
cation to a study of drug injecting and HIV risk and safer
behavior. Sociol. Health Illness 20(3) 381–400.

Hughes R., M. Huby. 2002. The application of vignettes in social
and nursing research. J. Advanced Nursing 37(4) 382–386.

Inkpen, A. C., S. C. Currall. 2004. The Co-evolution of trust, control,
and learning in joint ventures. Organ. Sci. 15(5) 586–599.

Jarvenpaa, S. L., D. Leidner. 1999. Communication and trust in
global virtual teams. Organ. Sci. 10(6) 791–815.

Jarvenpaa, S. L., D. S. Staples. 2000. The use of collaborative elec-
tronic media for information sharing: An exploratory study of
determinants. J. Strategic Inform. Systems 9(2–3) 129–154.

Jarvenpaa, S. L., K. Knoll, D. Leidner. 1998. Is anybody out there?
Antecedents of trust in global virtual teams. J. Management
Inform. Systems 14(4) 29–64.

Jarvenpaa, S. L., T. R. Shaw, S. D. Staples. 2004. Toward contextual-
ized theories of trust: The role of trust in global virtual teams.
Inform. Systems Res. 15(3) 250–267.

Johnston, W. A., V. J. Dark. 1986. Selective attention. Annual Rev.
Psych. 37 43–75.

Kayworth, T. R., D. E. Leidner. 2002. Leadership effectiveness in
global virtual teams. J. Management Inform. Systems 18(3) 7–40.

Keil, M., G. Depledge, A. Rai. 2007. Escalation: The role of problem
recognition and cognitive bias. Decision Sci. 38(3) 391–421.

Kirsch, L. J. 1997. Portfolios of control modes and IS project man-
agement. Inform. Systems Res. 8(3) 215–239.

Kirsch, L. J. 2004. Deploying common systems globally: The
dynamics of control. Inform. Systems Res. 15(4) 374–395.

Kirsch, L. J., D. Ko, M. H. Haney. 2010. Investigating the antece-
dents of team-based clan control: Adding social capital as a
predictor. Organ. Sci. 21(2) 469–489.



Curtis et al.: Trust Is in the Eye of the Beholder
558 Information Systems Research 23(2), pp. 546–558, © 2012 INFORMS

Kirsch, L. J., V. Sambamurthy, D. Ko, R. L. Purvis. 2002. Controlling
information systems development projects: The view from the
client. Management Sci. 48(4) 484–498.

Kray, L. J., A. D. Galinsky. 2003. The debiasing effect of counterfac-
tual mind-sets: Increasing the search for disconfirmatory infor-
mation in group decisions. Organ. Behav. Human Decision Pro-
cesses 91(1) 69–81.

Langfred, C. W. 2004. Too much of a good thing? Negative effects
of high trust and individual autonomy in self-managing teams.
Acad. Management J. 47(3) 385–399.

Larsen, K. R. T., C. R. McInerney. 2002. Preparing to work in the
virtual organization. Inform. Management 39(6) 445–456.

Lord, C. G., L. Ross, M. R. Leper. 1979. Biases assimilation and atti-
tude polarization: The effects of prior theories on subsequently
considered evidence. J. Personality Soc. Psych. 37(11) 2098–2109.

Maruping, L. M., V. Venkatesh, R. Agarwal. 2009. A control the-
ory perspective on agile methodology use and changing user
requirements. Inform. Systems Res. 20(3) 377–399.

Mayer, R. C., J. H. Davis. 1999. The effect of the performance
appraisal system on trust for management: A field quasi-
experiment. J. Appl. Psych. 84(1) 123–136.

Mayer, R. C., J. H. Davis, F. D. Schoorman. 1995. An integra-
tive model of organizational trust. Acad. Management Rev. 20(3)
709–734.

McElroy, J. C., A. R. Hendrickson, A. M. Townsend, S. M. DeMarie.
2007. Dispositional factors in internet use: Personality versus
cognitive style. MIS Quart. 31(4) 809–820.

McKnight, D. H., L. L. Cummings, N. L. Chervany. 1998. Initial
trust formation in new organizational relationships. Acad. Man-
agement Rev. 23 473–490.

Morgan, R. M., S. D. Hunt. 1994. The commitment-trust theory of
relationship marketing. J. Marketing 58(3) 20–38.

Murphy, K. R., B. M. Herr, M. C. Lockhart, E. Maguire. 1986. Eval-
uating the performance of paper people. J. Appl. Psych. 71(4)
654–661.

Nagasundaram, M., A. R. Dennis. 1993. When a group is not a
group: The cognitive foundation of group idea generation.
Small Group Res. 24(4) 463–489.

Nakayachi, K., M. Watabe. 2005. Restoring trustworthiness after
adverse events: The signaling effects of voluntary “hostage
posting” on trust. Organ. Behav. Human Decision Processes 97(1)
1–17.

Norman, P., T. Clark, G. Walker. 2005. The Theory of planned
behavior, descriptive norms, and the moderating role of group
identification. J. Appl. Soc. Psych. 35(5) 1008–1029.

Ouchi, W. G. 1977. The relationship between organizational struc-
ture and control. Admin. Sci. Quart. 22(1) 95–113.

Ouchi, W. G. 1979. A conceptual framework for the design of orga-
nizational control mechanisms. Management Sci. 25(9) 833–848.

Pierce, C. A., H. Aguinis, S. K. R. Adams. 2000. Effects of a
dissolved workplace romance and rater characteristics on
responses to a sexual harassment accusation. Acad. Manage-
ment J. 43(5) 869–880.

Paul, D. L., R. R. McDaniel, Jr. 2004. A field study of the effect of
interpersonal trust on virtual collaborative relationship perfor-
mance. MIS Quart. 28(2) 183–227.

Piccoli, G., B. Ives. 2003. Trust and the unintended effects of behav-
ior control in virtual teams. MIS Quart. 27(3) 365–395.

Pinto, M. B., J. K. Pinto, J. E. Prescott. 1993. Antecedents and conse-
quences of project team cross-functional cooperation. Manage-
ment Sci. 39(10) 1281–1297.

Powell, A., G. Piccoli, B. Ives. 2004. Virtual teams: Team control
structure, work processes, and team effectiveness. Inform. Tech.
People 17(4) 359–379.

Prentice, D. A., R. J. Gerrig. 1999. Exploring the boundary between
fiction and reality. S. Chaiken, Y. Trope, eds. Dual-Process The-
ories in Social Psychology. Guilford, New York, 529–546.

Rahman, N. 1996. Caregivers’ sensitivity to conflict: The use of
vignette methodology. J. Elder Abuse Neglect 8(1) 35–47.

Robert, L. P., A. R. Dennis, M. K. Ahuja. 2008. Social capital and
knowledge integration in digitally enabled teams. Inform. Sys-
tems Res. 19(3) 314–334.

Robert, L. P., A. R. Dennis, Y. C. Hung. 2009. Individual swift trust
and knowledge-based trust in face-to-face and virtual team
members. J. Management Inform. Systems 26(2) 241–279.

Robinson, S. L. 1996. Trust and breach of the psychological contract.
Admin. Sci. Quart. 41(4) 574–599.

Rotter, J. B. 1967. A new scale for the measurement of interpersonal
trust. J. Personality 35(4) 651–665.

Rotter, J. B. 1971. Generalized expectancies for interpersonal trust.
Amer. Psych. 26 443–452.

Rotter, J. B. 1980. Interpersonal trust, trustworthiness, and gullibil-
ity. Amer. Psych. 35(1) 1–7.

Rousseau, D. M., S. B. Sitkin, R. S. Burt, C. Camerer. 1998. Not so
different after all: A cross-discipline view of trust. Acad. Man-
agement Rev. 23(3) 393–421.

Russ, G., R. L. Daft, R. H. Lengel. 1990. Media selection and man-
agerial characteristics in organizational communications. Man-
agement Comm. Quart. 4(2) 151–175.

Schauber, N. 1996. Integrity, commitment and the concept of a per-
son. Amer. Philos. Quart. 33(1) 119–129.

Scholten, L., D. Van Knippenberg, B. A. Nijstad, C. K. W. De Dreu.
2007. Motivated information processing and group decision-
making: Effects of process accountability on information pro-
cessing and decision quality. J. Experiment. Soc. Psych. 43(4)
539–552.

Schoorman, F. D., R. C. Mayer, J. H. Davis. 1996. Empowerment
in veterinary clinics: The role of trust in delegation. Work-
ing paper, Department of Organizational Behavior and Human
Resource Management, Purdue University, Indianapolis.

Scott, B. A., J. A. Colquitt. 2007. Are organizational justice effects
bounded by individual differences? An examination of equity
sensitivity, exchange ideology, and the big five. Group Organ.
Management 32(3) 290–325.

Sengun, A. E., S. N. Wasti. 2007. Trust, control, and risk: A test
of Das and Teng’s conceptual framework for pharmaceutical
buyer-supplier relationships. Group Organ. Management 32(40)
430–464.

Shaw, J. C., R. E. Wild, J. A. Colquitt. 2003. To justify or excuse?
A meta-analysis of the effects of explanations. J. Appl. Psych.
88(3) 444–458.

Sitkin, S. B. 1995. On the positive effect of legalization on trust. Res.
Negotiation Organ. 5 185–217.

Snell, S. A. 1992. Control theory in strategic human resource man-
agement: The mediating effect of administrative information.
Acad. Management J. 35(2) 292–328.

Sorrentino, R. M., J. G. Holmes, S. E. Hanna, A. Sharp. 1995. Uncer-
tainty orientation and trust in close relationships: Individual
differences in cognitive styles. J. Personality Soc. Psych. 68(2)
314–327.

Sydow, J., A. Windeler. 2003. Knowledge, trust, and control: Manag-
ing tensions and contradictions in a regional network of service
firms. Internat. Stud. Management Organ. 33(2) 69–100.

Vidmar, N., M. Rokeach. 1974. Archie bunker’s bigotry: A study in
selective perception and exposure. J. Comm. 24(1) 36–47.

Wittenbrink, B., C. M. Judd, B. Park. 1997. Evidence for racial preju-
dice at the implicit level and its relationship with questionnaire
measures. J. Personality Soc. Psych. 72(2) 262–274.

Wood, W. 1982. Retrieval of attitude relevant information from
memory: Effects on susceptibility to persuasion and on intrin-
sic motivation. J. Personality Soc. Psych. 42(5) 798–810.

Zaheer, A., N. Venkatraman. 1995. Relational governance as an
interorganizational strategy: An empirical test of the role
of trust in economic exchange. Strategic Management J. 16(5)
373–392.


