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Abstract

Cynicism is a concept used to describe people who are dissatisfied, constantly critical,
and full of negative thoughts. Organizational cynicism, on the other hand, is defined
as harsh criticism and negative beliefs/feelings about the organization, either openly
or secretly. The developing technology and competitive environment, economic crisis,
mass layoffs, insufficient remuneration policy and long working hours cause
employees to develop negative attitudes towards their organizations. Since it causes
individuals to develop a series of unconstructive feelings towards the organizations,
it can be said to be associated with low productivity and loss of income directly.
Organizational cynicism is conceptualized in three dimensions as ‘“‘cognitive,
affective, and behavioral ”. Psychological empowerment in organizations can be
defined as “increased intrinsic task motivation”, which is the perception of helping
employees decide on their job-related roles, the meaningfulness of work, and
influencing important decisions. Empowerment, as a motivational construct, consists
of four dimensions: “meaning, competence, self-determination, and impact” .

The hypotheses of the research were formed with the proposal that the dimensions of
psychological empowerment affect negatively the dimensions of organizational
cynicism. The sample of the research consists of administrative staff working at a
university in Istanbul. According to the results obtained in this study, 8 out of 12
hypotheses were accepted and 4 were rejected. The "competence” and "impact" sub-
dimensions of empowerment did not have a significant relationship with the
"behavioral” dimension of cynicism, while the "competence” dimension of
empowerment had a positive, not negative, relationship with “cognitive and affective
dimensions”’ of organizational cynicism.
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THE EFFECT OF PSYCHOLOGICAL EMPOWERMENT ON ORGANIZATIONAL CYNICISM:
A RESEARCH ON UNIVERSITY STAFF

PSIKOLOJIiK GUCLENDIRMENIN ORGUTSEL SiNiZM UZERINDEKI
ETKIiSi: UNIVERSITE PERSONELIi UZERINDE BiR ARASTIRMA 2

0z

Sinizm, tatminsiz, stirekli elestiren ve olumsuz diigiincelerle dolu insanlar: tamimlamak
icin kullanilan bir kavramdir. Orgiitsel sinizm ise orgiitle ilgili acik veya gizli sert
elestiriler ve olumsuz inan¢lar/duygular olarak tammlanmaktadir. Geligen teknoloji
ve artan rekabet, krizler, isten ¢ikarmalar, ticret yetersizligi ve yogun ¢alisma sartlart,
calisanlarmn érgiitlerine karst olumsuz tutumlar gelistirmelerine yol agmaktadir.
Orgiitler i¢in, sinizmin potansiyel sonuglart hi¢ de olumlu degildir. Bireylerde kendi
orgiitiine karsi bir dizi yapici olmayan duyguya yol acar, dolayisiyla diisiik iiretkenlik
ve dogrudan gelir kaybu ile iligkili oldugu soylenebilir. Orgiitsel sinizm “biligsel,
duygusal ve davranissal” olmak iizere iic boyutta kavramsallastiriimaktadir.
Orgiitlerde psikolojik gii¢lendirme ise, ¢ahsanlarin isle ilgili rollerine, isin
anlamlhiligina karar vermelerine yardimci olma ve onemli kararlar: etkileme algisi
olan “artan igsel goérev motivasyonu” olarak tammlanabilir. Motivasyonel bir yapi
olarak gii¢lendirme, “anlam, yetkinlik, otonomi ve etki” olmak iizere dort boyutta
incelenmektedir.

Aragtirmanmin  hipotezleri, psikolojik giiclendirme boyutlarimin orgiitsel sinizm
boyutlarini olumsuz yénde etkiledigi onerisiyle olusturulmustur. Aragtirmanin
orneklemini Istanbul’da bulunan bir iiniversitede gérev yapan idari personel
olusturmaktadir. Bu ¢alismada elde edilen sonu¢lara gore 12 hipotezden 8'i kabul
edilmis, 4'ii reddedilmistir. Giiclendirmenin "yetkinlik" ve "etki" alt boyutlar: ile
sinizmin  "davramgsal” boyutu arasinda anlamli  bir iliski bulunmazken,
giiglendirmenin " yetkinlik” boyutu ile orgiitsel sinizmin "biligsel ve duygusal
boyutlar:” arasinda negatif degil pozitif bir iliski bulunmustur. Bu sonug, isini en iyi
sekilde yaptigini diistinen yetkin isgorenlerin, diger ¢alisanlara kiyasla, orgiitiin
eksiklerini ve yanlislarimi daha iyi gorebildiklerine ve daha miikemmeli aradiklarina
isaret edebilir. Orgiit acisindan olumlu bir gelisme olan isgorenin yetkinliginin arttigi
durumlarda, orgiitiin aleyhine olan biligsel ve duyQusal sinizmin artmasi siiphesiz ilgi
¢ekici ve iizerine daha fazla arastirma yapilmasi gereken bir konudur.

Anahtar Kelimeler: Sinizm, Orgiitsel Sinizm, Psikolojik gii¢lendirme.
JEL Kodlari: M10, M12.

“Bu ¢alisma Arastirma ve Yayin Etigine uygun olarak hazirlanmistir.”

2 Genisletilmis Tiirkce Ozet, makalenin sonunda yer almaktadir.
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1. INTRODUCTION

One of the most fundamental factors in the success of businesses is the effectiveness
and efficiency of human resources, and the ever-increasing globalization and
competitive environment makes this issue even more important. A management
approach that values human capital is an indispensable element for sustainable
success. Although the rights of employees seem to be protected on the legal ground,
mobbing in business life and in response to this, distrust towards organizations
(businesses), job dissatisfaction and burnout in employees are the issues that occupy
the agenda more and more in business life. The Internet is also becoming a popular
source for the spread of business gossip and sarcastic business messages; materialism
and individualism/selfishness stand out more as the most prominent human behaviors.
The new generation employees generally consist of individuals who do not want to
work in the same workplace for a long time, seek more flexible working conditions,
care about individual (career) goals rather than organizational goals, and want control
in their own hands.

In the period after the industrial revolution, the workforce was considered as a
complement to the machines, and the emotions and many human characteristics of
employees who were overwhelmed by the excessive workload were ignored. This
situation has led to the emergence of many organizational problems over time.
Although the history of cynicism, which is a concept attributed to people who are
choosy, unhappy, dissatisfied, full of criticism and negative thoughts, dates back to
ancient times, the concept of organizational cynicism has only recently started to take
place among the remarkable issues in working life. Especially since the beginning of
the 90s, studies on this subject have started to be seen more frequently in the literature.
When these studies are examined, it is seen that the reasons for the negative attitudes
of the employees are tried to be understood and it is aimed to improve them.
Therefore, more detailed research on antecedents and consequences of cynicism
would be beneficial for all the parties.

1.1. Cynicism and Organizational Cynicism

Linking distinctive personality traits of humans with animals has been a thing done
for a long time. Many comparisons have been made, such as the vulgar and dirty ones
likened to the “pig”, those who do not like to work to the “sloppy animal”, the
cunnings to the “fox”, the talkative ones to the “parrot”, etc. The origin of the word
cynic is based on ancient Greek and is used to mean "like a dog". Therefore, “cynic”
means a person who looks and behaves like a “dog”, and it is attributed to people who
are picky, unhappy, dissatisfied, full of criticism and negative thoughts (Kalagan,
2009:32).

Cynicism is a concept used to describe people who are dissatisfied, constantly critical
of events, and full of negative thoughts. Organizational cynicism, on the other hand,
is defined as harsh criticism and negative beliefs/feelings about the organization,
either openly or secretly, and includes negative feelings about the organization as well
as feelings that tend to be humiliating and critical (Kalagan, 2009:39). While
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researchers agree that organizational cynicism is a problem, there is little consensus
on what it actually is. According to many researchers, organizational cynicism does
not appear as a fixed and permanent personality or judgment, but as a reaction and
behavioral attitude.

When the literature is examined, it is observed that the concept of cynicism in the
workplace is handled in two different ways: The first of these is the concept of general
(personality) cynicism, which originates from the personality of the individual and
reflects his perspective on life. The other is the concept of organizational cynicism,
which causes cynical attitudes in the individual and is based on organizational factors
(Kabatas, 2010:5). When we look at the relationship between general (personality)
cynicism and organizational cynicism; it is seen that general cynicism arises from the
personality of the individual, while organizational cynicism leads to the formation of
cynical attitudes in the individual (Tokgdz and Yilmaz, 2008:284). Andersson
(1996:1396) defined organizational cynicism as the attitudes of employees towards
their organizations and managers, which are characterized by feelings such as
disappointment, hopelessness, contempt, distrust, and limitation. According to Naus
(2007:13), cynicism is the protection mechanism of the members of the organization
against the problems in the work environment.

In the organizational context, there have also been various debates on the nature of
cynicism. Some researchers, such as Cook and Medley (1954:415), call it a
personality trait. Accordingly, cynicism is thought to be an established trait among
some individuals. If we accept this analogy, it will not be so easy to change this feeling
of the employee. However, some other researchers (such as Becker and Geer, 1961)
said that cynicism is situation-specific issue, not personality-specific (as cited in Isik,
2014:133). According to this view, it is predicted that cynicism can be controlled to a
certain extent. Since organizational cynicism is a problem with employees who
believe that the organization has various problems and that efforts to solve them are
useless, eliminating the negativities in the business environment is a very important
issue for both employees and organizations.

In 1989, Kanter and Mirvis wrote in “The Cynical Americans” that 43 percent of
workers in the United States exhibit cynical characteristics and are disappointed,
insecure and skeptical as a result of the unethical behaviors of managers and
uncertainty in organizations (as cited in Eaton, 2000:1). According to them, cynical
employees did not trust management, believed that their company took advantage of
them, and felt that they were being treated unfairly in the workplace. Especially after
this book, research on organizational cynicism increased a lot in the literature, and
employee cynicism was associated with concepts such as corporate downsizing,
overpaid managers, mismanaged change efforts, and the emergence of the team
approach.

When the researches on cynicism are examined, it is seen that the developing

technology and competitive environment, economic crisis, mass layoffs, insufficient
remuneration policy and long working hours cause employees to develop negative
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attitudes towards their organizations. It is also stated that cynicism in organizations is
a reaction originating from indifference, and there are studies supporting this.
Managers also play an important role in the spread or prevention of cynicism in
organizations. Studies have shown that cynical employees are less productive (Mirvis
and Kanter, 1989:378), have low job satisfaction and organizational commitment
(Dean et al, 1998:244), less likely to cooperate in organizational change efforts
(Reichers et al, 1997:49), and are less motivated (Premeaux and Mondy, 1986:15).

For organizations, the potential consequences of cynicism are not at all positive. Since
it causes in individuals to develop a series of unconstructive feelings towards the
organizations, it can be said to be associated with low productivity and loss of income
directly. Kanter and Mirvis (1991:58) stated that trust in businesses has decreased
from 70% to 15% in the last 20 years. Because of cynicism, employees are hopeless,
less committed and less satisfied with their jobs, and eventually, employees may make
decisions that may lead to leaving the organization (Nair and Kamalanabhan,
2010:16).

However, all employees are not affected similarly by the same conditions. People with
a work ethic tend to do their job right and work honestly, and also expect the
boss/manager to treat them with dignity and honesty. Failure of the organization to
meet these expectations leads to disappointment and may cause them to display a
cynical attitude. On the other hand, people who don't care about lack of honesty or
sincerity, or who learn to cope with them over time, may not display cynical traits
most likely. Cynical employees are more likely to question the integrity of their
organizations and inconsistencies within their practices.

Dean et al (1998:245), who conceptualized organizational cynicism as an attitude,
examined organizational cynicism in three dimensions as cognitive, affective, and
behavioral. Cognitive dimension refers to the attitudes that develop in the individual
regarding the organization's lack of honesty, an environment of trust and a fair
structure, the affective dimension refers to the anger, anxiety and tenseness of
individuals and their reactions in this direction, and the behavioral dimension refers
to the tendencies in the form of bad criticism and sarcastic comments about the events
experienced in the organization.

1.2. Psychological Empowerment Concept

Empowerment is called the process of harmonizing the behavior of individuals with
their own desires to achieve organizational goals (Gershon, 2006:2). Kogel (2010), on
the other hand, defines empowerment as the process that aims to make the employee
the owner of the job and that the right to make a choice about the job belongs to the
employee. According to Yukl and Becker (2006:211), psychological empowerment
in organizations can be defined as “increased intrinsic task motivation”, which is the
perception of helping employees decide on their job-related roles, the meaningfulness
of work, and influencing important decisions. Therefore, we can define psychological
empowerment as “equipping the employee with the authority and flexibility that
he/she will need to fully fulfill his/her job-related responsibilities”. Psychologically
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empowered employees do not expect guidance from the environment in organizations,
on the contrary, they adopt a proactive approach themselves (Spreitzer, et al.
1999:513). Since the early 1980s, many of the international organizations competing
on a global scale in the USA care about empowerment programs and have their
employees adopt it (Fernandez and Moldogaziev, 2013:492).

Today, it is accepted that the essential element that provides a competitive advantage
to businesses is human capital, and the participation of employees is critical for
organizations to achieve their goals (Cavus, 2008:1288). For this reason, the support
and morale elements given to employees can strengthen them. Employees in
organizations where psychological empowerment is implemented can act in harmony
and solve problems together. “The top management's efforts to improve working
conditions so that employees can work more efficiently in a workplace” is the
behavioral dimension of strengthening. However, how employees perceive these
conditions is considered as the psychological dimension of empowerment.

Spreitzer (1995:1445) defined empowerment as a motivational construct consisting of
four dimensions: “meaning, competence, self-determination (autonomy), and
impact”.

e Meaning: It is an indicator of the harmony between the requirements of the
job role undertaken by the employee and the employee's own beliefs and
values. As the requirements of the job and the employee's beliefs and values
get closer to each other, the job he/she does is perceived as more important
and meaningful for the employee.

e Competence: It is the belief and confidence of the employee in his/her own
competencies and job-related competence that he/she can do his/her job in
the best way. Employees who do not trust their own abilities give up quickly
in the face of difficulties, while those who are self-confident tend to struggle
with difficulties and obstacles.

e  Self-determination (Autonomy): It is the individual's ability to take initiative
in business-related activities and to act freely within certain limits and make
decisions independently of the top management.

e Impact: The degree to which the employee has the authority to influence the
method and results of the work. Autonomy refers to the employee's state of
control over his or her job, while impact refers to the state of control over
organizational outcomes. Autonomy refers to participation in work, and
impact refers to organizational participation (C6l, 2008:37).

The above four dimensions express an active orientation of the individual to work-
related activities, that is, the desire to shape the issues related to his work and his
ability to do so. The absence of any of these dimensions reduces the degree of
perceived empowerment.
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The desire to increase customer satisfaction by responding quickly to customers'
requests and expectations has brought the concept of empowerment to a more
important position for businesses. Empowerment provides productivity increase and
efficiency in decision-making processes in organizations and helps to adapt to
changing environmental conditions more easily (Col et al., 2004:3). Therefore,
empowerment is an important management approach that both supports job
satisfaction and productivity of employees and provides competitive advantage to
businesses. When people are psychologically empowered, in addition to a positive
change in their attitudes, perceptions and behaviors, the individual's self-esteem and
individual awareness also develop.

1.3. The Relationship Between Psychological Empowerment and Organizational
Cynicism

Organizational cynicism, which is briefly defined as "the individual's negative attitude
towards the organization in which he is employed" by Dean et al. (1998:242), consists
of negative beliefs, influences and behavioral tendencies towards the organization.
Since the beginning of this century, researchers have begun to accept that cynicism
has the power to deeply affect organizations and is becoming increasingly common
(James, 2005:23). To date, a limited number of studies have been encountered
regarding the antecedents of organizational cynicism. For example, little research has
been done on situational factors that are under the direct control of the organization
and management. Organizational cynicism has been discussed in the literature in the
context of its causes and consequences, and its causes have been examined under two
headings, generally those originating from "personality" and "environment". The most
notable studies have identified factors such as layoffs, workforce reduction,
organizational performance, and high executive salaries as primary causes of
organizational cynicism (Andersson and Bateman, 1997:451). The effect of
personality traits on organizational cynicism has received less attention. Reichers et
al. (1997:49) evaluated negative emotionality and the need for achievement as the
antecedents of cynicism. Personality traits were used as a control variable in some
studies and as a mediator variable in some others.

It can be said that the first comprehensive study on cynicism in Turkey was done by
Erdost et al. (2007:514). With this study, the concept was tried to be introduced to the
Turkish literature and the organizational cynicism scale was tested for the first time.
Kalagan (2009:178) found a strong and significant relationship between perceived
organizational support and organizational cynicism, in her study on 214 research
assistants at Akdeniz University. Kutanis and Cetinel (2010:186) conducted their
research on 20 academicians working at a state university and concluded that the
perception of injustice causes organizational cynicism. In their study on 220 hotel
employees, Altinoz et al. (2011:310) revealed that there is a significant and highly
negative relationship between organizational commitment and organizational
cynicism. In the study conducted by Efeoglu and Iplik (2011:356), it was determined
that there is an inverse relationship between the organizational justice perceptions of
medical representatives and their organizational cynicism attitudes; as employees'
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perceptions of organizational justice decrease, their cynical behaviors towards their
organizations increase.

According to Spreitzer (1995:1461), psychologically empowered employees value
organizational structures that help them fulfill the requirements of the job. These
structures help employees to feel satisfied with doing a job well, to be motivated for
success, and to be more committed to their work and organization. From this point of
view, psychological empowerment is expected to reduce organizational cynicism. As
a matter of fact, in the study conducted by Polat et al. (2010:18) on employees of a
state university in Ankara, a negative and statistically significant relationship was
found between the psychological empowerment of the personnel and their
organizational cynicism. However, in a study conducted by Bayram and Ergan
(2018:94) among academicians, it is stated that there is no significant relationship
between psychological empowerment and organizational cynicism. In these studies,
the sub-dimensions of both empowerment and cynicism were not examined
separately. In the study conducted by Yilmaz (2018:140) on academicians working at
four different universities, it was found that psychological empowerment has a
negative effect on all three dimensions of organizational cynicism, but the effects of
the sub-dimensions of empowerment were not examined separately in this study.
Yildirim and Kayapali (2016:5748), on the other hand, examined the sub-dimensions
of the variables, but they investigated the effect of cynicism on empowerment, not the
effect of empowerment on cynicism. In the results, they concluded that the affective
dimension of cynicism affects the “meaning” dimension of empowerment, and the
behavioral dimension affects the “meaning and self-determination” dimensions
negatively and significantly. As can be seen here, continuing research by considering
the sub-dimensions of the variables and the relationships between them will be
beneficial in terms of better understanding the causes and consequences of
organizational cynicism.

2. METHODOLOGY

2.1. Model of the Research

As mentioned in the previous section, since only a limited number of studies have
examined the relationship between the sub-dimensions of the variables, this study
aimed to reveal the relationship between the sub-dimensions of both psychological
empowerment and organizational cynicism. The model of the research was designed
based on the variables used in the research as a result of the literature review. The
model, in accordance with the purpose of the research, is shown in Figure 1.
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Psychological Empowerment Organizational Cynicism
Meaning
Cognitive
Competence —>
Affective

Self determination

Impact /

Figure-1: The Model of the Research

Behavioral

2.2. The Hypotheses of the Research

As seen in the model, the independent variables of the research are "the sub-
dimensions of psychological empowerment ", and the dependent variables are " the
sub-dimensions of organizational cynicism™. From this point of view, the hypotheses
of the research were formed as follows:

H1: Meaning affects cognitive cynicism negatively.

H2: Meaning affects affective cynicism negatively.

H3: Meaning affects behavioral cynicism negatively.

H4: Competence affects cognitive cynicism negatively.

H5: Competence affects affective cynicism negatively.

H6: Competence affects behavioral cynicism negatively.

H7: Self-determination affects cognitive cynicism negatively.

H8: Self-determination affects affective cynicism negatively.

H9: Self-determination affects behavioral cynicism negatively.

H10: Impact affects cognitive cynicism negatively.

H11: Impact affects affective cynicism negatively.

H12: Impact affects behavioral cynicism negatively.

2.3. Data Collection Tools

Psychological Empowerment Scale: The Psychological Empowerment Instrument
(PEI) developed by Spreitzer (1995:1458) was used to measure psychological
empowerment. Spreitzer's scale is the most frequently used scale in the literature
regarding the level of psychological empowerment. The scale, which was translated
into Turkish and whose validity and reliability analyzes were performed by Col
(2004:90), was used with his permission. The scale, which consists of a total of 12
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statements, has four dimensions: meaning, competence, self-determination and
impact, and each dimension includes 3 statements.

Organizational Cynicism Scale: The “Organizational Cynicism Scale” developed by
Brandes et al. (1999:152) consists of 13 items. There are three dimensions in the
organizational cynicism scale: cognitive (5 statements), affective (4 statements), and
behavioral (4 statements). The Turkish version of the scale, whose validity and
reliability studies were carried out by Kalagan (2009:121), was used with her
permission. Karacaoglu and Ince (2012) also carried out the validity and reliability
study of the scale. According to the results of the study conducted on a sample group
of 300 people, it was determined that the scale exhibited a three-dimensional structure
as cognitive, affective and behavioral as in its original form, and these dimensions
were confirmed by the data obtained from the Turkish sample.

2.4. Data Collection Method, Population and Sampling

In the research, the survey method with closed-ended expressions was preferred as the
data collection method. In addition to 25 statements to measure the variables of the
research, there are also demographic questions in the questionnaire. Participants
marked their answers on a 5-point Likert scale (1=Strongly Disagree, 5=Strongly
Agree).

The population of the research consists of the administrative staff (permanent civil
servants) working at a public (state) university in Istanbul. There were 3741
employees working in this category, at the time the research was conducted. After
obtaining the necessary ethics committee permissions, the survey form was sent to all
employees as an online Google form. 217 forms that were answered completely were
evaluated. Of these responces; 127 are men and 90 are women, 165 are married and
52 are single, 15 are under the age of 30, 144 are between the ages of 30-50, and 58
are over the age of 50.

3. RESULTS

3.1. Validity and Reliability Analysis of Scales

First, the validity and reliability tests of the scales were conducted. For this purpose,
convergent validity, discriminant validity and internal consistency were evaluated.
The convergent validity was tested with AVE (Average Variance Extracted)
coefficients, explained by factor loadings of the expressions. Internal consistency
reliability was investigated with Cronbach's Alpha and CR=Composite Reliability
coefficients. Threshold values were accepted as >0.70 for factor loads, >0.50 for AVE
coefficient, and >0.70 for Cronbach's Alpha and CR (Cohen, 1988:78; Hair et al.,
2006; Hair et al., 2017:15).

According to Hair et al (2017:15), factor loadings should be >0.70. The authors stated

that the expression with a factor load below 0.40 should be removed from the model,
and an expression with a factor load between 0.40 and 0.70 should be checked for the
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AVE and CR coefficients, and if the threshold value is reached, the expression should
remain in the model, and if the threshold value is not reached, it should be removed
from the model. Accordingly, the third expression of the behavioral dimension of
organizational cynicism, whose factor load is between 0.40 and 0.70, was left in the
model since the coefficients of AVE and CR were well above the threshold values.

As seen in Table 1, the Cronbach's Alpha coefficients of the scales used in the study
ranged between 0.801 and 0.976, and the CR coefficients between 0.849 and 0.982. It
is understood from these results that the internal consistency reliability of the scales
used is provided. Since the factor loads of the expressions in the scales are between
0.596 and 0.975 and the AVE values are between 0.589 and 0.932, we can say that
convergent validity is also achieved.

Table 1. Validity and Reliability Results

. ' Statement  Statement Cronbach’s CR AVE
Scale/ Dimension Code Factor Load. Alfa
MEAN1 0,921
= MEAN2 0,919
é Meaning MEANS3 0,913 0,907 0,941 0,842
g COMP4 0,887
8 Competence COMP5 0,880 0,880 0,923 0,800
E COMP6 0,916
r_g S.DET7 0,870
E Deter?ﬁilrlation SDETS 0,864 0899 009 0768
E S.DET9 0,897
S IMP10 0,850
q Impact IMP11 0,943 0,904 0,939 0,838
IMP12 0,950
COG1 0,872
COG2 0,777
e COG3 0,879 0,916 0,937 0,749
3 Cognitive COG4 0,895
S COG5 0,900
© AFF6 0,975
g AFF7 0,975
T Affective AFF8 0,970 0.976 0982 0,932
'g AFF9 0,942
S BEH10 0,875
© Behavioral BEHI11 0,846
BEH12 0,596 0,801 0849 0,589
BEH13 0,721

The discriminant validity of the scales used was tested according to the method
suggested by Fornell and Larcker (1981:45). The values in parentheses in Table 2 are
the AVE square root values of the scales. Since the AVE square root values are higher
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than the correlation coefficients in its own row and column, it can be said that the
scales have discriminant validity.

Table 2. Convergent Validity Results

1 2 3 4 5 6 7
Meaning (0,918)

Cognitive -0,270 (0,866)

Behavioral -0,289 0,644 (0,768)

Affective -0,337 0,734 0,730  (0,966)

Impact 0,328 -0,384 -0,268 -0,418 (0,915)

Competence 0,287 0,114 -0,014 0,112 0,173 (0,895)
Self Determ. 0,425 -0,313 -0,299  -0,360 0,502 0,316 (0,877)

3.2. Testing the Structural Equation Model and Findings

The structural equation model in which the research hypotheses are tested is shown in
Figure 2.

AFF1

0.075
0075 %

Figure 2. Structural Model Used for Hypothesis Testing

Model testing was performed by using the SmartPLS.4 program. Partial least squares
path analysis (PLS-SEM) was preferred as a method. VIF (Variance Inflation Factor)
and R2 coefficients were calculated by using the PLS algorithm of the SmartPLS
program (Ringle et al., 2015; Yildiz, 2021:23) and are shown in Table 3.
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Table 3. Research Model Coefficients

Variables VIF R2
Meaning 1,288
Competence Cognitive 1,147
Self Determination Cynicism 1,155 0,244
Impact 1,365
Meaning 1,288
Competence Behavioral 1,147
Self Determination Cynicism 1,155 0,147
Impact 1,365
Meaning 1,288
Competence Affe_ct_ive 1,147 0.309
Self Determination Cynicism 1,155 '
Impact 1,365

According to Hair et al (2017), if the VIF coefficients are below 5, there is no linearity
problem between the scales used. Accordingly, since all of the VIF coefficients in

Table 3 are below 5, there is no linearity problem between the scales used.

From the explanation rates (R2) in the table, it is understood that the cognitive
dimension of organizational cynicism is explained by approximately 24%, the
behavioral dimension by 15%, and the affective dimension by 31% by the independent
variables. For hypothesis testing, t values were calculated by resampling with 5000
sub-samples in the SmartPLS program and the results are presented in Table 4.

Table 4. Path Test Coefficients

Variables B Standard deviation ~ t-value p-value
Meaning -0,178 0,059 3,019 0,003
Competence Cognitive 0,272 0,064 4,272 0,000
Self Determination Cynicism -0,182 0,083 2,207 0,027
Impact 0,281 0,078 3,603 0,000
Meaning -0,203 0,070 2,891 0,004
Competence Behavioral 0,126 0,072 1,745 0,081
Self Determination Cynicism -0,187 0,094 1,983 0,047
Impact -0,130 0,086 1,513 0,130
Meaning -0,240 0,058 4,130 0,000
Competence Affective 0,297 0,066 4,526 0,000
Self Determination Cynicism -0,208 0,077 2,690 0,007
Impact -0.287 0,075 3,835 0,000
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When the results in Table 4 are examined, it is seen that the competence and impact
dimensions of psychological empowerment do not have a significant effect on the
behavioral dimension of organizational cynicism (p>0.05). While other relationships
between the dimensions are significant, it has been determined that the competence
dimension affects cognitive cynicism (= 0.272, p<0.01) and affective cynicism (f =
0.297, p<0.01) dimensions positively, not negatively.

According to these findings, the results of the hypotheses of the research are presented
in Table-5. In the literature, Polat et al (2010:18), isci et al (2013:252) and Yilmaz
(2018:140) stated that there is a negative and significant relationship between
psychological empowerment and organizational cynicism. Boz (2020:43) also found
that psychological empowerment has a reducing effect on organizational cynicism.
Gupta et al. (2021:373) made a research on Indian IT sector and the analysis of their
model showed that empowerment of employees alleviated the negative spiral of
organizational cynicism. On the other hand, Bayram and Ergan (2018:94) and Avey
et al (2008:110) stated that there is no significant relationship between psychological
empowerment and organizational cynicism. According to the results obtained in this
study, 8 out of 12 hypotheses were accepted and 4 were rejected. It was observed that
the "competence™ and "impact” sub-dimensions of empowerment did not have a
significant relationship with the "behavioral” dimension of cynicism, while the
"competence™ dimension of empowerment had a positive, not negative, relationship
with “cognitive and affective dimensions” of organizational cynicism.

Table 5. Hypotheses Results

Hypothesis Result
H1: Meaning affects cognitive cynicism negatively. Accepted
H2: Meaning affects affective cynicism negatively. Accepted
H3: Meaning affects behavioral cynicism negatively. Accepted
H4: Competence affects cognitive cynicism negatively. Rejected
H5: Competence affects affective cynicism negatively. Rejected
H6: Competence affects behavioral cynicism negatively. Rejected
H7: Self-determination affects cognitive cynicism negatively. Accepted
H8: Self-determination affects affective cynicism negatively. Accepted
H9: Self-determination affects behavioral cynicism negatively.  Accepted
H10: Impact affects cognitive cynicism negatively. Accepted
H11: Impact affects affective cynicism negatively. Accepted
H12: Impact affects behavioral cynicism negatively. Rejected

4. DISCUSSION

In this study, the effects of psychological empowerment perceptions of administrative
staff on organizational cynicism were investigated, at a university in Istanbul. For this
purpose, employees' perceptions of psychological empowerment dimensions and the
dimensions of organizational cynicism were correlated one by one.
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Two dimensions of psychological empowerment, whose effects on the behavioral
dimension were identified, are meaning and self-determination. Accordingly, if the
purpose of the job is important for the worker and if the worker has more control over
his job, the level of behavioral cynicism decreases. On the other hand, it was
determined that competence and impact did not have any significant effect on the
behavioral cynicism dimension. That is, behavioral cynicism is not affected positively
or negatively, although the individual has a high belief in his own abilities that he can
do his job in the best way and has a high power to affect organizational results. This
situation brings to mind that university personnel are afraid to transform their feelings
about cynicism into behaviors.

Just like the cognitive dimension, the affective dimension is negatively affected by
the impact, meaning and self-determination dimensions of psychological
empowerment. In other words, the affective cynicism levels of the employees who
think that they can affect the organizational results to a certain extent, find the work
they do meaningful and believe that they have more control over the work they do,
decrease.

The surprising result of this research is that the perception of competence positively
affects both cognitive and affective cynicism, contrary to what was expected. While
the level of competence (which expresses the belief in one's own abilities that the
individual can do his/her job in the best way) increases, cognitive and affective
cynicism is expected to decrease, but an increase has been obtained. This result may
indicate that competent employees, who think that they are doing their job in the best
way, can see the deficiencies and mistakes of the organization better and seek more
perfection compared to other employees. Every organization tries to hire the most
competent employees but, when the competence of the employee increases, the
increase in cognitive and affective cynicism against the organization is undoubtedly
an interesting subject and requires further research. For this reason, re- examining the
effects of empowerment perceptions on the dimensions of organizational cynicism for
different samples will contribute to a better explanation of the subject.

CONCLUSION

According to the results of the analysis, the impact, meaning and self-determination
dimensions of psychological empowerment negatively affect the cognitive dimension
of organizational cynicism. In other words, the cognitive cynicism perceptions of the
employees who think that they can affect the organizational results, who find their
work meaningful and who can make decisions independently of the top management,
decrease.

As a result of the study, it can be said that every organization should try to minimize
organizational cynicism, which means negative feelings, thoughts and behaviors that
employees develop against their organizations. Because organizational cynicism
brings many negative consequences such as absenteeism, low performance, decreased
productivity and leaving the job. According to the results of this research, one of the
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ways to reduce organizational cynicism is to empower employees psychologically. If
organizations want to reduce the cynicism of employees towards the organization, the
meaning of the job for the individual should be increased by increasing the harmony
between the requirements of the job and the beliefs, values and behaviors of the
employee. At the same time, the employee should be given the opportunity to take
initiative in matters such as starting, maintaining and correcting the activity. In
addition, conditions must be established that enable the employee to have influence
over the strategy, method or results of the work.

PSIKOLOJIK GUCLENDIRMENIN ORGUTSEL SiNiZM UZERINDEKI
ETKIiSi: UNIVERSITE PERSONELi UZERINDE BiR ARASTIRMA

1. GIRIS

Sinizm; memnuniyetsiz, olaylara siirekli elestirel yaklasan ve olumsuz diisiincelerle
dolu kisileri tanimlamakta kullanilan bir kavramdir. Orgiitsel sinizm ise rgiite iliskin
acik ya da gizli bir sekilde yapilan sert elestiriler, olumsuz inanglar ve duygular olarak
tarif edilmekte olup, orgiite iliskin olumsuz duygu yaninda kiigiik diigiiriicii ve
elestirici davranista bulunma egilimindeki duygular da kapsamaktadir (Kalagan,
2009). Pek ¢ok arastirmaciya gore Orgiitsel sinizm sabit ve kalic1 bir kisilik ya da
hiikiim olarak degil, bir tepki ve davranigsal tutum olarak karsimiza ¢ikmaktadir.
Sinizm ile ilgili yapilan arastirmalar incelendiginde; gelisen teknoloji ve beraberinde
getirdigi rekabet ortami, ekonomik kriz, toplu isten ¢ikarmalar, icretlendirme
politikasinin yetersiz olmasi ve uzun c¢aligma saatleri gibi olumsuzluklarin,
calisanlarin Orgiitlerine karst olumsuz tutumlar gelistirmesine neden oldugu
goriilmektedir. Orgiitsel sinizmi bir tutum olarak kavramsallastiran Dean vd. (1998),
orgiitsel sinizmi bilissel, duygusal ve davranigsal olarak ii¢ boyutta incelemistir.

Giiglendirme, orgiitsel hedeflerin gerceklesebilmesi i¢in bireylerin kendi arzulariyla
davraniglarin1 uyumlastirmas: siireci olarak adlandirilmaktadir. Dolayisiyla personel
giiclendirmeyi “caliganin isiyle 1ilgili sorumluluklarini tam anlamiyla yerine
getirebilmesi i¢in ihtiyag duyaca@i otorite ve esneklikle donatilmasi” olarak da
tanimlayabiliriz. Orgiitlerde psikolojik giiglendirme, calisanlarm isle ilgili rollerine
karar vermekte yardimci olabilme, iglerin anlamli olmasi ve o6nemli kararlar
etkilemeye yonelik algilar olup, “artmig i¢sel gorev motivasyonu” olarak
tanimlanabilir. Psikolojik olarak giliglendirilmis c¢alisanlar oOrgiitlerde c¢evreden
gelecek yonlendirmeyi beklemezler, aksine kendileri proaktif bir yaklasgim
benimserler. Spreitzer (1995) giiglendirmeyi, “anlam, yetkinlik, otonomi ve etki”
olmak tizere dort boyuttan olusan motivasyonel bir yap1 olarak tanimlamistir.

Psikolojik gii¢lendirilmis ¢alisanlar, isin gerekliliklerini yerine getirmelerine yardimci
olan orgiit yapilarina deger verirler. Bu yapilar, ¢alisanlarin bir isi iyi yapmaktan
dolay1 tatmin duymalarina ve basari i¢in motive olmalarina, islerine ve orgiitlerine
daha cok baglanmalarina yardimci olmaktadir. Buradan hareketle, psikolojik
giiclendirmenin orgiitsel sinizmi azaltici etki yapmasi beklenir.
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2. YONTEM

Literatiirde sadece kisitli sayida calismada degigkenlerin alt boyutlar1 arasindaki
iliskinin incelenmis olmas1 sebebiyle bu calismada hem psikolojik giiclendirme hem
de orgiitsel sinizmin alt boyutlari arasindaki iligkinin ortaya konmasi amaglanmustir.
Aragtirmanm hipotezleri, bagimsiz degiskenler olan “psikolojik giiglendirme alt
boyutlarinin”, bagimh degiskenler olan “Orgiitsel sinizm alt boyutlarini” negatif
yonde etkiledigi varsayimi ile olusturulmustur.

Aragtirmada veri toplama yontemi olarak, kapali uglu ifadelerin yer aldigi anket
yontemi tercih edilmistir. Psikolojik giiclendirmeyi 6lgmek igin Spreitzer (1995)
tarafindan gelistirilen 6l¢cek anlam, yetkinlik, otonomi ve etki olarak dort boyuta
sahiptir ve her boyut 3 ifade icermektedir. Brandes vd. (1999) tarafindan gelistirilmis
olan “Orgiitsel Sinizm Olgeginde” ise bilissel (5 ifade), duygusal (4 ifade) ve
davranigsal (4 ifade) olmak iizere iic boyut yer almaktadir. Katilimcilar cevaplarini
5’li Likert olgegi seklindeki forma isaretlemislerdir. Arastirmanin evrenini,
Istanbul’daki bir devlet {iniversitesinde kadrolu memur statiisiinde calisan idari
personel olusturmaktadir. Aragtirmanin yapildigi tarihte bu statiide toplam 3741
calisan vardi. Anket formu online olarak tiim calisanlara gonderilmis ve eksiksiz
olarak doldurularak cevaplanan 217 tanesi degerlendirilmeye alimmistir. Model testi
SmartPLS.4 programi kullanilarak yapilmistir. Ydntem olarak, kismi en kiigiik kareler
yol analizi (PLS-SEM) tercih edilmistir.

3. BULGULAR

Elde edilen sonuglara gore ise 12 hipotezin 8 tanesi kabul edilmis, 4’1 reddedilmistir.
Ozellikle, giiglendirmenin “yetkinlik” ve “etki” alt boyutlarmnin, sinizm “davranigsal”
boyutu ile anlamli bir iligkisi olmadig1; giiclendirmenin “yetkinlik” boyutunun ise
diger sinizm boyutlar1 ile negatif degil pozitif bir iliskisi oldugu goriilmiistiir.

Davranigsal boyut iizerinde etkisi tespit edilebilen psikolojik gii¢lendirmenin iki
boyutu “anlam ve otonomidir”. Buna goére isin yapilis amaci iggéren agisindan
onemliyse ve iggoren isi tizerinde daha fazla kontrole sahipse davranmigsal sinizm
diizeyi azalmaktadir. Ote yandan “yetkinlik ve etkinin” davramgsal boyut iizerinde
anlamli herhangi bir etkisinin olmadig1 belirlenmistir.

Yapilan analiz sonuglarina gore psikolojik giiclendirmenin “etki, anlam ve otonomi”
boyutlari, orgiitsel sinizmin biligsel boyutunu negatif yonde etkilemektedir. Duygusal
sinizm boyutu da, tipk: biligsel boyut gibi psikolojik giiglendirmenin “etki, anlam ve
otonomi” boyutlarindan negatif olarak etkilenmektedir.

4. TARTISMA

Bu g¢alismada Istanbul’daki bir kamu {iniversitesi calisanlarmin psikolojik
giiclendirme algilar1 ile 6rgiitsel sinizm boyutlart tek tek iliskilendirilmistir.
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Psikolojik gii¢lendirmenin etki, anlam ve otonomi boyutlari, 6rgiitsel sinizmin biligsel
boyutunu negatif yonde etkilemektedir. Diger bir deyisle oOrgiitsel sonuglari
etkileyebildigini disiinen, yaptig isi anlamli bulan ve isle ilgili atilacak adimlarin,
sarf edilecek eforun ve kullanilacak yontemlerin belirlenmesinde iist yonetimden
bagimsiz karar alabilen isgorenlerin biligsel sinizm algilar1 azalmaktadir.

Duygusal sinizm boyutunun da, biligsel boyut gibi psikolojik giiclendirmenin etki,
anlam ve 6zerklik boyutlarindan negatif olarak etkilenmesi; orgiitsel sonuglari belli
6l¢iide etkileyebilecegini diislinen, yaptig1 isi anlamli bulan ve yaptig1 is iizerinde
daha fazla kontrole sahip olduguna inanan igsgérenlerin duygusal sinizm diizeylerinin
azaldigimni géstermektedir.

“Yetkinlik ve etkinin” davranigsal boyut iizerinde anlamli herhangi bir etkisinin
olmadiginin belirlenmis olmasi; bireyin isini en iyi sekilde yapabilecedi yoniinde
kendi yeteneklerine olan inanci ve orgiitsel sonuglari etkileyebilecek giicii yiiksek olsa
da davramgsal sinizmin bu durumdan olumlu ya da olumsuz etkilenmedigini
gostermektedir. Bu durum {iniversite personelinin sinizme iliskin hissettigi duygular1
davranislara doniistirmekten ¢ekindiklerini akla getirmektedir.

Bu arastirmanin siirpriz sonucu, yetkinlik algisinin hem biligsel hem de duygusal
sinizmi pozitif yonde etkilemesidir. Bireyin isini en iyi sekilde yapabilecegi yoniinde
kendi yeteneklerine olan inancini ifade eden yetkinlik diizeyi arttikg¢a biligsel ve
duygusal sinizmin azalmasi beklenirken, artig yoniinde bir sonug elde edilmistir. Bu
sonug, isini en iyi sekilde yaptigini diisiinen yetkin isgdrenlerin, diger ¢alisanlara
kiyasla, orgiitiin eksiklerini ve yanlislari1 daha iyi gorebildiklerine ve daha
miikemmeli aradiklarina isaret edebilir.

SONUC

Her orgiit, calisanlarin orgiitlerine karst gelistirdikleri olumsuz duygu, diisiince ve
davranis anlamina gelen Orgiitsel sinizmi en aza indirmeye c¢alismak zorundadir.
Ciinkii orgiitsel sinizm calisanlarda ise devamsizlik, diisik performans ve isten
ayrilma gibi pek ¢ok olumsuz sonucu beraberinde getirmektedir. Bu arastirmanin
sonuglarima gore orgiitsel sinizmi azaltma yollarindan biri de ¢alisanlarin psikolojik
yonden giiclendirilmesidir. Sayet orgiitler ¢alisanlarda orgiite karsi olusan sinizmi
azaltmak istiyorlarsa yiiriitiilen isin gerekleri ile calisanin inanglari, degerleri ve
davraniglar1 arasindaki uyumu artirarak, igin birey i¢in tagidigi anlam artirilmalidir.
Ayni zamanda calisanin faaliyeti baslatma, siirdiirme ve diizeltme gibi konularda
inisiyatif kullanabilmesine zemin hazirlanmalidir. Ayrica ¢aliganin isin stratejisi,
yontemi veya sonuglari iizerinde tesir yetkisine sahip olmasini miimkiin kilan sartlar
olusturulmalidir.

Orgiit agisindan olumlu bir gelisme olan isgdrenin yetkinliginin arttigi durumlarda,
oOrgiitiin aleyhine olan bilissel ve duygusal sinizmin artmasi ise siiphesiz ilgi ¢ekici ve
lizerine daha fazla arastirma yapilmasi gereken bir konudur. Bu nedenle izleyen
arastirmacilarin  giiclendirme algilarinin Orgiitsel sinizmin boyutlar1 {izerindeki
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etkilerini farkli 6rneklemler i¢in yeniden test etmeleri daha isabetli sonuglarin elde
edilmesine katki saglayacaktir.
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