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Abstract:  

The main purpose of this study was to determine the levels of organizational cynicism 

and commitment of the primary and secondary school teachers, the relationship 

between both variables and the effect of organizational cynicism on organizational 

commitment. Two-scale questionnaires were used and applied to a population of 316 

teachers who work in Akhisar in Manisa. According to research results: the perception 

of teachers, are at medium level for “cognitive” and “behavioral” dimensions of 

organizational cynicism and general scale, and at low level for “affective” dimension in 

their schools. Organizational commitment is at medium level for all scale and on 

identification and internalization dimensions, and it is low on adaptation dimension. In 

addition, there was medium-leveled negative relationship between organizational 

commitment and cynicism. It is also observed that cognitive and affective dimensions of 

organizational cynicism predict all dimensions of the organizational commitment.  

 

Keywords: organizational cynicism, organizational commitment, primary school, 

secondary school, teacher 

 

1. Introduction  

 

Today the motivation, job satisfaction, confidence and the levels of commitment of the 

employees become more important to increase productivity. In this sense, expectations 

of the employees on whole these dimensions are changing, too. According to Senge 
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(1993), the variables such as self-knowledge, self-realization, showing skills, succeeding 

and being appreciated make people happy (Tok, 2007). For that reason, the changes on 

workplace cause the increase of expectations of the employees. But when these 

expectations are not fulfilled, this situation causes some issues on employees’ personal 

experiences and health (Cartwright & Holmes, 2006) and also it leads them to take a 

negative even hostile attitude towards their organizations. On literature, such attitudes 

and behaviors naming as organizational cynicism can be significant variables which 

determine the commitment to organization.  

 Organizations can have sufficient structural, physical and economic conditions 

for efficiency. However, the system is not expected to work efficiently if people who are 

responsible for the process of the system and their necessities and expectations are 

ignored (Celep, 2000). Cynicism and lack of confidence are not surprising when 

employers expect from employees more than they can give in return giving nothing 

more than just working (Cartwright & Holmes, 2006). 

 The basis of cynicism is based on Cynics School, which is a school of a life style 

and thought founded by Antisthenes (M.Ö. 444-368) in Ancient Greece. The ones who 

adopt this philosophy called “cynic” (Hançerlioğlu, 2008). The main idea of cynicism is 

based on the human itself. According to this philosophy, wise man is the one who is 

virtuous in other words, who becomes self-sufficient. Cynics assume themselves as free 

in the society and are deaf to what society says, are not stuck on habits and rules of the 

society (Gökberk, 2002). On the historical process, new cynics are known not like the 

ones two thousand five hundred years ago. According to Mantere and Martinsuo  

(2001) while earlier cynics were known as merciless critics, today the notion stands in 

the meaning of pessimism and lack of confidence (Kalağan, 2009). Cynics are also 

known as the ones who despise their organizations. Furthermore, they use humor as an 

exclusive and powerful weapon in order to achieve their personal and professional 

goals and are famous for drawing caricatures of their colleagues by which they make 

them speak dramatically and obscenely (Dean et al., 1998). 

 Cynicism is a multidimensional notion. As it is understood from the word root, 

cynicism is based on philosophical basis as well as it is mentioned on different 

disciplines of social sciences like religion, policy sciences, sociology, administration and 

psychology researches (Kalağan and Güzeller, 2010). “Cynic“ is explained as the person 

who believes that people look out for just their own interests and who regard people as 

self-seeker, and the idea which is trying to express that is called “cynicism” (Erdost et 

al., 2007). Tokgöz and Yılmaz (2008) identifies cynicism as a pessimistic attitude 

towards event explanation based on disappointment about humans especially secret 

and undeclared goals, and tendency to manipulation and paying attention to others 

only as a tool in order to protect and increase own interests. According to Abraham 
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(2000), cynicism activates strong negative feelings such as scorn, anger, shame and 

nuisance (Abraham, 2000). Besides that in modern interpretation the meaning of 

“captious, picky, critic” of the individual is more dominant although cynicism is 

homonym with “skepticism”, “suspiciousness”, “distrustfulness”, “disbelief”, 

“pessimism”, “negative” (Erdost, Karacaoğlu and Reyhanoğlu, 2007). 

 Organizational cynicism is composed by general or specific attitudes, 

characterized by disappointment, anger, hopelessness and tendency to distrustfulness 

of person, group, ideology, social skills or organizations (Andersson, 1996). According 

to another definition, organizational cynicism is being deprived of integrity and 

honesty in organization, and negative attitudes of the employee towards the 

organization. It has three dimensions such as belief not being honest to organization, 

negative belief and feelings and tendency to behaving derogative and critically to 

organization (Dean et al., 1998). Yet, another definition is that organizational cynicism is 

“believes about lack of moral integrity in organization and is that principles like fairness, 

honesty and sincerity are sacrificed in support of organizational benefits” (Kutanis and Dikili, 

2010). It is also described as suspicions shared by many individuals (Brandes, 1997).  

 Therefore, main principles in organizational cynicism are being lack of truth, 

honesty, fairness, sincerity and frankness. Leaders in organizations can be destitute of 

main principles of the organizational cynicism and cause hidden motivation and trick in 

the organization in order to protect own interests (Abraham, 2000). According to Eaton 

(2000), cynics emphasize that management in the organization is lack of honesty, other 

organizational members will take advantage of them and they will not be behaved 

equally in the organization (Kalağan, 2009). From this point of cynicism is tendency to 

disbelief about sincerity and favour in human motives and movements. For that reason, 

cynics believe in “betraying” themselves by applications of their organization due to 

lack of principles like fairness, honesty and sincerity (Dean et al., 1998). 

 Organizational cynicism bases on many theories, especially motivation subject. 

There are “expectation theory” (Robbins, 2000), “Attribution Theory” (Kalağan, 2009), 

“Attitude Theory” (Dean et al., 1998), “Social Change Theory” (Sabuncuoğlu and Tüz 

2001), “Affective Events Theory” basis on emotion like disappointment and frustration 

and “Social Motivation Theory” among them (Brown and Cregan 2008; Eaton, 2000). 

Organizational cynicism is analyzed in five groups in terms of its types: these are 

“Personality Cynicism” based on ruthless, scorn and disrespect, “Social Cynicism” 

(Abraham, 2000) which is retiring from social and economic institutions regard as the 

source of the problem, “Organizational Change Cynicism” (Abraham, 2000; Brown and 

Cregan 2008; Nafei 2013; Wanous, Reichers and Austin, 2000) dedicated to unsuccessful 

change efforts in the past in the context of laziness and inability, “Professional 

Cynicism” identified by Kanter and Mirvis as emotional deadness, rupturing 
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occupation, stolidity and indifference (Abraham, 2000), “Employee Cynicism” shaped 

with disappointment and hopelessness accompanied by scorn and distrustfulness 

situation against individual, group, ideology, social tradition and organization 

(Andersson, 1996). Organizational factors having significant effect in organizational 

cynicism are stated as psychological breach of contract, organizational justice, decrease 

of organizational support, increase of working hours and leaders’ not behaving 

effectively in organizations (Cartwright and Holmes, 2006:  201; Cole, Bruch and Vogel, 

2006;  Johnson and O’Leary-Kelly, 2003). 

 Organizational cynicism is expressed as negative attitudes to the organization of 

the individual (Dean et al., 1998). As to Ajzen (2001), the attitude represents a short 

evaluation of the psychological objects determined by special dimensions like good-

bad, useful-harmful, likable-unlikable (Kalağan, 2009). These attitudes are constituted 

by the mainframe of this research; “cognitive items” include knowledge about attitude 

object, “affective items” represent the belief of lack of honesty and negative emotional 

reactions, observable all behaviors especially critical and pejorative behaviors against 

attitude item (Dean et al., 1998).   

 Cognitive item, the first dimension of the organizational cynicism, includes all 

manner of knowledge, experiment, belief and thoughts (İnceoğlu, 2004) and it is the 

belief in deprivation of honesty in the organization according to institutional state of 

affairs (Dean et al., 1998). In cognitive dimension individuals focus on believes; 

deprivation of principle, getting short shift of their solemn declaration, possibility of 

contradictoriness and insecurity, lie and trick, sacrifice of value judgments such as 

sincerity for interest, frankness, honesty and truth, possibility of behaving remorselessly 

and indecently. This belief causes negative emotions such as anger, underrating and 

condemnation (Brandes, 1997; Dean et al., 1998).  

 In this sense, cynics act not only with believes but also with emotions (Dean et al. 

1998). Emotional items, second dimension of the organizational cynicism, are emotional 

experiments qualified as positive or negative by individual. Emotional items consist of 

strong emotional reactions such as pride and anxiety (Özkalp and Kırel, 2004), 

disrespect, anger, distress and embarrassment (Abraham, 2000), self-concern, insecurity 

and disappointment (Dean et al., 1998).  

 Behavioral items, the last dimension of the organizational cynicism, are 

identified as observable behaviors formed by the attıtude. Employees adopt common 

purposes, attitudes, believes and rules of the organization (Güner, 2007) and pursuant 

thereto they direct their behaviors. Accordingly cynic employees are able to act 

pessimistic, negative and mostly for humiliation (Dean et al., 1998),  and also they are 

able to mock at objectives of the organization, rewrite duty statements and make 

interpretation mordaciously (Brandes, 1997). 
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 When expectations of the employee spending most of his time in the 

organization are not satisfied, he assumes negative emotions and behaviours against the 

organization. This situation causes decreasing effect on organizational commitment, 

confidence, motivation, job satisfaction and performance whereas it increases 

exhaustion and alienation (Abraham, 2000; Brandes, 1997; Özgan, Külekçi and Özkan, 

2012; Yıldız, 2012).   

 The relationship between organizational cynicisms is highly connected by 

notions mentioned and organizational commitment is object of interest. Philosophical 

change in administration policy from control to commitment in last 1980’s and in the 

beginning of 1990’s provides a basis to the foundation of the organizational 

commitment (İnce and Gül, 2005). According to Guetzkov, who study on commitment 

notion firstly, commitment is a psychological situation which makes person ready for a 

certain though, person or group, (Yazıcıoğlu and Topaloğlu, 2009) and which 

characterizes the organizational communication and which has effect on continuity of 

organizational membership (Meyer and Allen, 1997).  

 Grusky, one of the researchers who firstly defined the organizational 

commitment, identifies organizational commitment as “the power of commitment of the 

individual to organization” (Wahn, 1998: 256). To Porter (1973), organizational 

commitment is identification with the organization and the degree of willingness to 

remaining in organization. According to these definitions, it is possible to describe 

organizational commitment as coalescing with organization, feeling like a part of the 

organization, adopting objectives of the organization and the level of identification with 

the organization. Consequently, if employee adopts the objectives and values of the 

organization and makes an effort and he does this just for the organization, it means 

that he shows commitment to his organization on internalization level (Balay, 2000b).  

 The personal factors which effect organizational cynicism are age (Balay, 2000; 

Ertürk, 2014; Balıkçıoğlu, 2013; İlleez, 2012), gender (Balay, 2000; Ertürk, 2014; İlleez, 

2012), educational level (Kılıç, 2011; Balıkçıoğlu, 2013, Balay, 2000) of the organization 

(Başyiğit, 2006; Demirel, 2009; Karadağ Kılıçoğlu and Yılmaz, 2014; Yılmazer and 

Eroğlu, 2012), magnitude (Kılıç, 2011; Çetin, 2006; Bakan, 2011), policy (Altıntaş, 2007), 

nature of the work (Atay, 2006; Cengiz, 2008), leadership (Serin, 2011; Terzi and Kurt 

2005; Balay, 2000), organizational justice (İnce and Gül, 2005), prizes (Çelebi, 2009; Atay, 

2006), income (Çakır, 2001; Balay, 2000), relationships among colleague (Cengiz, 2008; 

Balay, 2000) and job satisfaction (Ertürk, 2014; Akar and Yıldırım, 2008). 

 Devoted employees deeply believe in objectives and values of the organization 

and obey the orders and expectations voluntarily. Also, these members strive more than 

least expectations to realize the objectives and reveal determination on remaining in the 

organization (Balay, 2000b). According to Katz and Kahn, commitment to 
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organizational objectives is not only reducing absenteeism and business cycle by doing 

undertaken duty successfully but also it is directing the individual to volunteering 

actions for organizational existence and system achievement on the top level (Bayram, 

2005).  

 Etzioni classifies organizational commitment as negative-alienated at the most 

negative point, neutral-cheeseparing in the middle and positive- moral commitment at 

the most affirmative point (Balay, 2000b), Wiener (1982) classifies commitment as 

instrumental commitment which represents cheeseparing, utilitarian, giving on to own 

interest and benefit and normative-moral commitment based on value or moral. Meyer 

and Allen (1997) categorizes commitment as affective, continuance and normative while 

Buchanan (1974) sorts by Identification, Involvement and Loyalty. Mowday classifies it 

as attitudinal and behavioral commitment (Çöl, 2004). 

 As to O’Reily and Chatman (1986), interpret organizational commitment as self-

psychological commitment to organization and discuss commitment to organization on 

three dimensions:  Adaptation commitment: commitment is formed not for shared values 

but for wining certain prizes. At that commitment attractiveness of the prize or negative 

sense of the penalty are the points in question. Identification commitment:  commitment 

occurs to establish relationship or maintain it. Thus, the individual is proud of being a 

member of a group. Internalization commitment: commitment is completely based on 

adaptation between personal and organizational values. Attitude and behaviors about 

this dimension come true when individuals harmonize own inner world with others 

value system (Bayram, 2005). These three dimensions underlie this study in the context 

of relationship with organizational cynicism. 

 As being predicated on literature, it is possible to talk about foundations of this 

relationship. Commitment to organization occurs on period of change between the 

individual and the organization and individuals are dedicated to the organization in 

exchange for certain prizes or outputs. In another words, individual expects certain 

prizes or outputs by this exchange in return for commitment to the organization (Balcı, 

2003). There have been unreachable aims of personal cynics even in the organizations 

which most of the employees achieve job satisfaction. Cynics who are not able to reach 

own aims see the organization as enemy. However, commitment comprises of 

overlapping values of the organization with employees. Personal cynics become less 

integrated with the organization because of two reasons. Firstly, thinking themselves 

hung the moon and stars in terms of moral results in questioning and criticizing 

organizational authority. Secondly, the case of not trusting others prevents them from 

socializing and positive communication (Abraham, 2000). 

 In this sense, cynic employees who bear negative feelings against the 

organization and who question integrity, objectives and values of the organization 
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realize all negations about the organization easier and their integration in a word 

commitment with organization decreases (Abraham, 2000; Brandes, 1997). Indeed, the 

most significant results brought by cynicism are increasing of organizational sabotage, 

disobedience, skepticism, insecurity, exhaustion and alienation in spite of decreasing of 

organizational commitment, morale and performance (Kalağan, 2009). 

 Abraham (2000), Anderson, 1996;  Balıkçıoğlu (2013), Brandes (1997); Brandes,  

Das and Hadani (2006), Brown and Cregan  (2008), Cartwright and Holmes (2006), Cole 

et al. (2006), Çağ (2011), Dean, Brandes and Dharwadkar (1999), Eaton (2000), Erbil 

(2013), Johnson and O’Leary-Kelly, (2003); Kabataş (2010), Kalağan (2009), Kalay and 

Oğrak (2012), Karacaoğlu and İnce (2013), Kılıç (2011), Özgan, Külekçi and Özkan 

(2012), Pitre (2004), Polat, Meydan and Tokmak (2010), Sezgin-Nartgün and Kartal 

( 2013), Şirin (2011), Turan (2011), Yıldırım (2012) and Yıldız (2013) research the 

relationship between organizational cynicism and variables such as psychological 

breach of contract, organizational support, organizational justice, silence and mobbing, 

organizational identification, confidence, intention to cease of employment, 

organizational commitment and alienation. Besides, in literature there have been 

considerable researches on the relationship between organizational commitment and 

variables like job satisfaction, organizational citizenship, leadership (Akyürek, Toygar 

and Şener, 2013; Balay, 2000a; Baysal and Paksoy 1999; Bayram, 2005; Buluç, 2009; 

Celep, 1996; Cohen, 2007; Çöl, 2004; Sabuncuoğlu, 2007; Sağlam, 2003; Terzi and Kurt, 

2005; Yılmaz, 2009).  

 The relationship between organizational cynicism and organizational 

commitment has been analyzed by Abraham (2000), Altınöz,  Çöp and Sığındı  (2011), 

Balıkçıoğlu (2013), Brandes (1997), Brandes et al. (1999), Eaton (2000), Kılıç (2011), 

Özgan, Külekçi and Özkan (2012), Pitre (2004), Yavuz and Bedük (2013), Yücel and 

Çetinkaya, 2015) and Yıldız (2013). Özgan, Külekçi and Özkan (2012) on their study 

with instructors, Kılıç (2011), Okçu, Şahin and Şahin (2015) and Yıldız (2013) in schools 

search effects of organizational cynicism on organizational commitment. In this 

research, analyzing the levels of organizational cynicism and commitment in the 

primary and secondary schools and the effect of organizational cynicism on 

organizational commitment are aimed.   

 

1.1 The Purpose of the Study 

The purpose of the research is to analyze the effect of organizational cynicism on 

organizational commitment and to search the relationship between organizational 

cynicism and organizational commitment.  
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2. Method 

 

In this research, which is on the relationship between organizational cynicism and 

commitment relational screening model has been used. Relational screening model is a 

research model that is aimed to determine the change existence or the level between 

two or more variables. The relationship that is found by screening cannot be interpreted 

as cause-result relationship; yet by giving some clues about this aspects, knowing the 

situation of a variable and forecasting the other can cause positive results (Karasar, 

2011). In this research, that is a relational screening model, organizational cynicism has 

been determined as independent and organizational commitment has been determined 

as dependent variables. 

 

2.1 Population and sample 

The population of this research, which was made in 2014-2015 educational year, has 

comprised 850 primary and secondary school teachers who have worked in Akhisar in 

Manisa. Research's sample has been chosen stratified sampling to conclude with schools 

providing education at least two years and teachers working on the same school at least 

for two years. Participants in those groups have been obtained via random sampling 

method; 316 teachers working on primary and secondary schools have constituted the 

sample. It has been given attention that the sample has represented 10% of population. 

 

2.2 Research Instrument 

In collecting data, “Personal Data Form”, “Organizational Cynicism Scale” by Brandes 

et al. (1999) translated and adapted into Turkish by Kalağan (2009) and “Organizational 

Commitment Scale” by Balay (2000a) have been used.  

 Organizational Cynicism Scale: “Organizational Cynicism Scale” is comprised of 

three dimension as “cognitive”, “affective” and “behavioral” and thirteen items: 

“cognitive” dimension with 5 items, “affective” dimension with 4 items, ”behavioral” 

dimension with 4 items. The scale's Cronbach’s alpha coefficients were found to be .80 

in "cognitive" dimension, .96 in "affective", .80 in "behavioral" dimension. Scale's general 

reliability has been found .89. 

 Organizational Commitment Scale: “Organizational Commitment Scale” is 

comprised of three dimension as “adaptation”, “identification” and “internalization” 

and twenty four items: “adaptation” dimension with 8items, “identification” dimension 

with 7 items, ”internalization” dimension with 9 items. The scale's Cronbach’s alpha 

coefficients were found to be .81 in "adaptation" dimension, .89 in "identification", .93 in 

"internalization" dimension. Scale's general reliability has been found .78. 
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2.3 Collecting Data 

In order to conduct data collection tools, it has been got permission from Manisa 

Provincial Directorate for National Education and Ethical Committee. The scales have 

taken to the schools in which the research has made by hand with the permission paper. 

In schools, after meeting principals, the scales have been conducted to volunteer 

teachers by explaining the data collection tools. In schools, which have many teachers, 

in order to increase the participation, the scales have been delivered to the schools by 

researcher. In the end of following time, researcher has received the scales. 

 Scales have been applied to 350 teachers in 38 primary and secondary schools in 

Akhisar in Manisa. Returning 325 scales have been analyzed and 316 of them have seen 

to be valid and evaluated. 

 

2.4 Analysis Procedure 

To analyze the data of the research, arithmetic mean and standard deviation were 

checked by using SPSS 15 statistics analysis program. In order to calculate the level of 

prediction and relation between two variables, Pearson product-moment correlation 

coefficient (r) and multiple regression analysis were used. Significance level has been 

stated as p<0.05. 

 

3. Findings 

 

First, the relationship between organizational cynicism and commitment has been 

examined. Accordingly, correlation (r) analysis between organizational cynicism and 

commitment has been showed in Table 1:  

 

Table 1: Correlation between organizational cynicism and commitment 

   Variables                         1 2 3 4 5 6 

1. Cognitive                               .55* .49* .51* -.45* -.30* 

2. Affective  1 .53* .63* -.50* -.29* 

3. Behavioral   1 .42* -.37* -.17* 

4. Adaptation    1 -.49* -.42* 

5. Identification     1 .59* 

6. Internalization      1 

                              

In Table 1, there is a negative, medium level and significant relationship between 

organizational cynicism and commitment. There is a positive, medium level and 

significant relationship between "adaptation" from dependent variables and "cognitive" 

(r=.51), "affective" (r=.63), "behavioral" (r=.42) from predictive variables. There is a low 

negative relationship between "internalization" from dependent variables and 
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"affective" (r=-.29), “behavioral” (r=-.17) from predictive variables. Also, there is a 

medium positive relationship between all other dimensions. 

 Second, predicted organizational commitment by cynicism has been examined. 

Regression analysis on the effects of organizational cynicism on "adaptation" dimension 

of organizational commitment has been given in Table 2.  

 

Table 2: Results of regression analysis predicting scores of organizational cynicism on 

"adaptation" dimension 

Variable B SHB Β T P Dual r Partial r 

Stable 

Cognitive 

.58 

.15 

.10 

.03 

 

.21 

5.57 

4.118 

.00 

.00 

 

.51 

 

.22 

Affective .37 .04 .48 8.98 .00 .63 .45 

Behavioural .04 .04 .05 .97 .33 .42 .05 

R=.66     R2 =.44     F=82.888    p=.00 

 

In Table 2, there is medium level and significant relationship between "adaptation" 

dimension and overall dimensions of organizational cynicism ("cognitive", "affective", 

"behavioral") (R=.66, R2=.44, p<.05). Those three dimensions have explained 82% of total 

variance of adaptation dimension. According to standardized regression coefficient (β), 

the importance degree of predictive variables on "adaptation" dimension has ranged as 

"affective", "cognitive” and "behavioral”. According to the t-test results of regression 

coefficient's significance, "cognitive" (R=.51, p<.05) and "affective" (R=.63, p<.05) 

dimensions are found as medium level and significant predictors of "adaptation" 

dimension. However, it is determined from the results that “behavioral” dimension is 

not a predictor of “adaptation” dimension (p=.33). Regression analysis on the effects of 

"identification" dimension has been given in Table 3. 

 

Table 3: Results of regression analysis predicting scores of organizational cynicism on 

"ıdentification" dimension 

Variable B SHB Β T P Dual r Partial r 

Stable 

Cognitive 

4.77 

-.23 

.16 

.06 

 

-.23 

28.617 

-3.92 

.00 

.00 

 

-.45 

 

-.21 

Affective -.36 .06 -.33 -5.49 .00 -.50 -.29 

Behavioral -.09 .06 -.07 -1.34 .17 -.37 -.07 

R=.55     R2 =.30     F=45.443    p=.00 

    

In Table 3, there is medium level and significant relationship between "identification" 

dimension and overall dimensions of organizational cynicism ("cognitive", "affective", 

"behavioral") (R=.55, R2=.30, p<.05). Those three dimensions have explained 45% of total 

variance of identification dimension. According to standardized regression coefficient 
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(β), the importance degree of predictive variables on "identification" dimension has 

ranged as "affective", "cognitive” and "behavioral”. According to the t-test results of 

regression coefficient's significance, "cognitive" (R=-.45, p<.05) and "affective" (R=-.50, 

p<.05) dimensions are found as significant predictors of "identification" dimension. 

However, it is determined from the results that “behavioral” dimension is not a 

predictor of “identification” dimension (p=.17). Regression analysis on the effects of 

"internalization" dimension has been given in Table 4. 

 

Table 4: Results of regression analysis predicting scores of organizational cynicism on 

"ınternalization" dimension 

Variable B SHB β T P Dual r Partial r 

Stable 

Cognitive 

4.30 

-.18 

.15 

.05 

 

-.21 

27.757 

-3. 24 

.00 

.01 

 

-.30 

 

-.18 

Affective -.17 .06 -.19 -2.84 .005 -.29 -.15 

Behavioral .03 .06 .03 .54 .59 -.17 .03 

 R=.34     R2 =.11     F=13.853    p=.00 

 

In Table 4, there is medium level and significant relationship between "internalization" 

dimension and overall dimensions of organizational cynicism ("cognitive", "affective", 

"behavioral") (R=.34, R2=.11, p<.05). Those three dimensions have explained 13% of total 

variance of internalization dimension. According to standardized regression coefficient 

(β), the importance degree of predictive variables on "internalization" dimension has 

ranged as "cognitive”, "affective" and "behavioral”. According to the t-test results of 

regression coefficient's significance, "cognitive" (R=-.30, p<.05) and "affective" (R=-.29, 

p<.05) dimensions are found as significant predictors of "internalization" dimension. 

However, it is determined from the results that “behavioral” dimension is not a 

predictor of “internalization” dimension (p=.59). 

 

4. Conclusion 

 

The perception of teachers, are at medium level for “cognitive” and “behavioral” 

dimensions of organizational cynicism and general scale, and at low level for 

“affective” dimension in their schools. Similarly, Doğan and Uğurlu (2014) and Sezgin-

Nartgün and Kartal ( 2013) has stated on their studies that the teachers have low cynic 

characteristics on general scale; however, the dimensions has ranged according to 

averages as “behavioral”, “cognitive” and “affective” cynicism. Those results indicate 

that teachers do not have much negative believes against their schools but they exhibit 

negative “behaviors”. While talking about school, teachers are more active on 

meaningful eye-shooting, complaining about school and relations, talking to others and 
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criticizing the policy than cognitive and affective features. In other words, they 

externalize negative attitudes towards the organization in short cynic features as 

behaviors. Thus, teachers express negations, which exist cognitively, as part of social 

relationship rather than discussing internally or externalizing more with own feelings 

(like furiousness - anger). Those results show consistency with Kılıç (2011) and 

Kalağan’s (2009) studies on which behavioral cynicism is found higher. Cynicism and 

lack of confidence can occur when organizations expect from employees more than they 

can give in return not meeting their expectations (Cartwright and Holmes, 2006). In 

other words, objectives, motivation, effort, expectation and prizes must be harmonized 

in a pool with adaptation and satisfaction. 

 Cognitive process, which contains factors like not being synchronous with 

policy, objective and applications and contradiction between discourse and application, 

is given importance by teachers less than behavioral reactions like complaint and 

meaningful looking but more than affective reactions. Among the reasons of less 

affective reactions of the teachers like anger, furiousness, dissatisfaction can be 

abstention from negative attitudes of the administrators when they directly express 

their feelings or willing to suppress their feelings by teachers’ own Emotional 

Intelligence level (Durdu, 2015) in the situations with no result in order not to cause 

another negation. Besides, according to Weisinger individuals who have high 

Emotional Intelligence want to direct own behaviors (Durdu, 2015). 

 Perceptions of the teachers about organizational commitment are the highest on 

“internalization” dimension but medium throughout all scale and on “identification” 

dimension whereas it is the lowest on “adaptation” dimension. Those results show 

consistency with Erdaş (2009), Koca (2009), Okçu, Şahin and Şahin (2015), and Sezgin 

(2010) studies. Accordingly, it is possible to say that for school success teachers are 

more sensitive about making effort beyond expectation, consideration of future of the 

school, regarding school problems as own problems, appropriation critics about school, 

acting properly to benefits and expectations of the school, being happy with praise of 

school and making all kind of self-sacrifice for own school than other factors. In other 

words, the teachers who appropriate objectives, process and environment/climate of the 

school, might protect success, identity and dignity of the school and in the context of 

this might develop attitude and behaviors. At the same time that result indicates 

teachers’ integration with own schools. Besides, according to Porter (1973) three 

important element of organizational commitment which is working for organization 

and willing adoption objectives of the organization, are adoption of objectives and 

values, endeavoring for that and maintenance of organizational membership (Reichers, 

1985).  
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 It is found out that there was medium-leveled negative relationship between 

organizational commitment and organizational cynicism whereas there was low-leveled 

negative relationship between “affective” and “behavioral” dimensions of 

organizational cynicism and “identification” and “internalization” dimensions of 

organizational commitment. That result shows consistency with Polat, Meydan and 

Tokmak’s (2010) study. Accordingly, teachers’ adoption and commitment to 

organization can eliminate or fall afoul to have negative attitude and to maintain critical 

attitude against organization. In spite of that, there is a medium-leveled positive 

relationship between “adaptation” dimension of organizational commitment and all 

dimensions of organizational cynicism. This result shows consistency with literature 

and general conclusion in the consideration of statements representing “adaptation” 

dimension like continuing working in the school for just financial anxieties, 

unwillingness to work, working for labor, effort being limited with course hours, 

having difficulty in adaptation, obeying rules compulsorily and decreasing work 

enthusiasm (Brandes, 1997; Okçu, Şahin and Şahin 2015; Pitre, 2004; Yavuz and Bedük, 

2016; Yücel and Çetinkaya, 2015). 

 All dimensions of organizational cynicism have predicted significant part (4/5) of 

“adaptation” dimension of organizational commitment. In other words, “adaptation” 

dimension is the most effected by organizational cynicism. According to this, teachers 

having negative believes, attitudes and behaviors against schools have been working in 

the schools unwillingly and effortlessly because of just financial reasons and anxieties. 

 All dimensions of organizational cynicism have predicted “identification” 

dimension of organizational commitment in medium-level. It is determined from the 

results that “cognitive” and “affective” dimensions of organizational cynicism are 

significant predictors of “identification” dimension. Those results indicate that desire to 

stay in schools and to adopt and realize the objectives of the teachers having cynic 

behaviors is decreasing (Polat and Meydan 2010; Tak, and Çiftçioğlu, 2008). 

 Organizational cynicism has predicted “internalization” dimension of 

organizational commitment in low level in the context of negative and low-leveled 

relationship. Accordingly, “cognitive” and “affective” dimensions of organizational 

cynicism have low effect on “internalization” dimension containing factors like 

teachers’ diligent and devoted working, being interested in school problems, disliking 

negative criticism but being happy with being praised, acting properly to interests and 

expectations of the school. In this sense, there are another factors predicting 

“internalization” dimension and studying on those factors will be to the point. Findings 

of the research show consistency with Abraham (2000), Özgan, Külekçi and Özkan 

(2012) and Balıkçıoğlu’s (2013) studies. 
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 According to results, organizational cynicism has predicted “adaptation” 

dimension in high level whereas it has predicted “identification” dimension in medium 

and “internalization” dimension in low level. Results indicate the meaning and 

significance of organizational cynicism on organizational commitment and 

organizational commitment is decreasing while level of organizational cynicism in 

schools is increasing. When organizational commitment having positive effect on 

employee performance, that Uysa and Yıldız (2014) have stated this effect as 

considerable rate like 20%, and offering opportunity to being concentrated on work by 

disposing of negative thoughts like resignation and absenteeism are taken into account 

(Bayram, 2005; Kalağan, 2009; Polat and Meydan, 2010; Güzel, Perçin and Tükeltürk, 

2010), positive and effective communication between teachers and administrators must 

be created in order to reduce the levels of organizational cynicism in schools and its 

effects. Administrators should struggle for reducing of in appreciativeness of the 

teachers from own schools and changing critical attitudes and behaviors to positive; 

should appreciate teachers’ efforts, award teachers’ successes and make them feel 

precious for school. Besides, leadership styles reducing cynicism is determined (Doğan 

and Uğurlu, 2014; Mamatoğlu, 2010; Mete and Serin, 2015; Tak and Çiftçioğlu, 2008). 

Thus, teachers making sacrifice for objectives and future of own schools and integrating 

with schools can be ensured. It is important that administrators should be consistent in 

statements and actions and should create an atmosphere with highly reliable 

background in that process (Altınöz and Çöp, 2012). Teachers relying on administrators 

will be effective on avoiding cynical behaviors. 
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