ISSN: 2718-0905 / E-ISSN: 2717-753X  Cilt. 10, Say1. 1, Subat, 2025

Troyacademy | International Journal of Social Science
http://troyacademy.dergi.comu.edu.tr

The Mediating Role Of Organizational Cynicism In The Effect Of
Organizational Justice Perception On Turnover Intention: A Study On

Health Care Workers®

Orgiitsel Adalet Algismin Isten Ayrilma Niyeti Uzerindeki Etkisinde Orgiitsel Sinizmin Aracilik Rolii: Saglhk

Calisanlar1 Uzerine Bir Arastirma

Oguzhan YAVUZ " @ , Polat YUCEKAYA*

" Mezun, Canakkale Onsekiz Mart Un.{versitesi, Lisansiistii Egitim Enstitiisti, Isletme Anabilim Dali
?*Dog. Dr., Canakkale Onsekiz Mart Universitesi, Canakkale Sosyal Bilimler Meslek Yiiksekokulu, Muhasebe ve Vergi

Béliimii, Muhasebe ve Vergi Uygulamalari Programi

MAKALE BILGiSi

Arastirma Makalesi / Derleme

Makale vb.
Gelis Tarihi: 24.06.2024
Kabul Tarihi: 06.01.2025

Anahtar Kelimeler:

Orgiitsel Adalet,
Orgiitsel Sinizm ve
Isten Ayrilma Niyeti

ARTICLE INFO
Research Article /

Review Article etc.

Recieved: 24.06.2024
Accepted: 06.01.2025
Keywords:

Organizational Justice,
Organizational Cynicism
and Turnover Intention

“Sorumlu yazar.

0Z

Bu arastirmanin amaci, saglik sektoriinde galisanlarin orgiitsel adalet algilarinin
isten ayrilma niyeti iizerindeki etkisinde Orgiitsel sinizmin araci roliini belir-
lemektir. Bu amagla, Canakkale Onsekiz Mart Hastanesi’nde gorev yapan 200
saglik calisandan 20 Mayis-30 Haziran 2023 tarihleri arasinda anket araciligr ile
kolayda 6rneklem metodu kullanilarak veri toplanmistir. Ankette Nieef ve Moor-
man (1993) tarafindan gelistirilen 20 maddelik orgiitsel adalet 6l¢egi Brandes ve
arkadaglar1 (1999) tarafindan gelistirilen 13 maddelik orgiitsel sinizm 6lgegi ve
Wayne ve arkadaslar1 (1997) tarafindan gelistirilen 3 maddelik isten ayrilma niyeti
Olcegi kullanilmistir. Toplanan verilere normal dagilim testi, frekans analizi, fak-
tor analizi, gecerlilik analizi, giivenilirlik analizi, korelasyon analizi ve regresyon
analizleri yapilmistir. Ayrica aracilik etkisini belirlemek i¢in “Process” eklentisi
kullanilmistir. Elde edilen bulgulara gore orgiitsel sinizmin, orgiitsel adaleti ve
isten ayrilma niyetini etkiledigi tespit edilmistir. Ayrica orgiitsel adalet algisinin
isten ayrilma niyeti tizerindeki etkisinde, orgiitsel sinizmin araci rolii oldugu bul-
gusuna ulasilmistir.

ABSTRACT

The aim of this study is to determine the mediating role of organizational cyni-
cism in the effect of organizational justice perceptions of health sector employees
on turnover intention. For this purpose, data were collected from 200 healthcare
professionals working in Canakkale Onsekiz Mart Hospital between 20 May and
30 June 2023 by using convenience sampling method. In the questionnaire, 20-
item organizational justice scale developed by Nieef ve Moorman (1993), 13-item
organizational cynicism scale developed by Brandes et al. (1999) and 3-item turn-
over intention scale developed by Wayne et al. Normal distribution test, frequency
analysis, factor analysis, validity analysis, reliability analysis, correlation anal-
ysis and regression analyses were performed on the collected data. In addition,
“Process” add-on was used to determine the mediation effect. According to the
findings, it was determined that organizational cynicism affects organizational jus-
tice and turnover intention. In addition, it was found that organizational cynicism
has a mediating role in the effect of organizational justice perception on turnover
intention.
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INTRODUCTION

The concept of organizational justice has played a central role in various fields. This concept has been used to
determine the understanding of justice of both public and private sector employees. Organizational justice is
a subjective perception in which an individual believes that events, actions or decisions in an organizational
structure are appropriate to a certain standard (Apostol and Torcino, 2023:260).While organizational justice
was handled by dividing it into different dimensions before Greenberg, Greenberg developed the concept of
organizational justice for the first time by combining these dimensions like an umbrella (Colquitt, 2012:2).

The term “cynicism” was first used in Ancient Greece in the 4th century, and it has been observed that its
meaning has evolved over time. Differentiating from its first meaning, it has been used to express a more selfish
attitude of individuals and individuals who only think about their personal interests (Giines, 2020:16). In the
literature, the fact that people have cynical attitudes and behaviors in business life is explained by the concept
of organizational cynicism. Having a cynical attitude expresses a negative situation in terms of both social and
business life. When staff members think the company is dishonest, it can lead to organizational cynicism. The
perception of lack of honesty leads to the emergence of organizational cynicism in employees when morality,
justice and honesty behaviors remain below expectations or do not exist at all (Ince and Turan, 2011:106).

With the globalization process, competition between organizations has increased and the role of human re-
sources in this competition is becoming very important. Organizations spend time to teach their employees
the job and ensure the sustainability of the organization. However, as a result of employee dissatisfaction with
their jobs, negative situations such as decreased job performance, work disruption and even intention to quit
can occur. Employee turnover means time loss and cost for organizations. Turnover intention indicates an
employee’s desire to leave his/her job and usually symbolizes the beginning of the turnover process (Yildiz et
al., 2013:159).

Today, the rapidly changing and developing health sector plays an important role in improving the quality of
life of individuals. Success and efficiency in the health sector are important in ensuring the welfare and peace
of society. There are a number of variables for the smooth delivery of health services. One of the prominent
factors among these variables is the perception of organizational justice. As in the health sector, the perception
of organizational justice is also important in other sectors.

If employees have a high perception of organizational justice, they are expected to take ownership of their
jobs and show the necessary dedication to their work. On the contrary, if their perception of organizational
justice is low, they may have negative feelings towards the organization. These negative feelings may turn into
behaviors that tend to harm the organization, which may lead to the vilification of the organization and service
disruptions. Especially employees with high organizational cynicism may tend to quit their jobs.

1. CONCEPTUAL FRAMEWORK

1.1. Orgamizational Justice

Justice is defined as protecting personal rights, thoughts and freedoms, granting these rights to individuals in
a fair and equal manner, being in accordance with the law and separating the right from the wrong (Yesil and
Demir, 2018:268). The concept and perception of justice is as old as human history and the main reason for this
important concept is that it respects human pride and values (Colak and Erdost, 2004:53).

Adams’ Equity Theory (1965) serves as the foundation for the idea of organizational justice. The Equity
Theory states that employees compare themselves to coworkers who perform the same job or who work for
a different company in order to assess the benefits they receive from the company as well as the benefits the
company offers them. As a result of this evaluation, participants decide how the organization performs in terms
of equality (Yenigeri et al., 2009:84). Organizational justice refers to the equal and impartial distribution of tan-
gible and intangible values within the organization among employees and the creation of policies for internal
customers by the enterprise (Demirel, 2009:19). With the definition of the concept of organizational justice,
studies have increased and it has been concluded that it is important for organizations. In the broadest terms,
organizational justice refers to the understanding of justice that employees develop regarding the practices in
their organizations (Greenberg, 1996:24).

1.1.1. Dimensions of organizational justice

When the literature is examined, it is seen that the first dimension of the concept of organizational justice is dis-
tributive justice. Greenberg (1987) examined organizational justice in two dimensions. These dimensions are
distributive justice and procedural justice. In later studies, interaction justice was added to these dimensions
(Greenberg, 1993; Colquitt et al., 2001). In the accepted classification of organizational justice dimensions, it
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is stated that a three-dimensional approach is adopted as procedural justice, distributive justice and interaction
justice (Durmus, 2022:90).

1.1.1.1. Procedural justice:

Procedural justice dimension includes that managers should be impartial in decision-making processes, re-
wards and punishments should be determined impartially, transparent information should be provided to em-
ployees about the conditions under which they will be rewarded or promoted, decisions should be communi-
cated in a clear and understandable manner, and employees should be listened to when they are affected by
decisions. In addition, this justice dimension requires that decisions should be correctable, the criteria used in
the distribution of resources within the organization should be explained and the continuity of the processes
should be ensured (Chan, 2000:7).

1.1.1.2. Distribution justice:

Constitutes the first dimension of organizational justice. In Adams’ (1965) Equality Theory, he defined distrib-
utive justice as the calculation of employees’ inputs (factors such as education, intelligence and experience)
and the fair distribution of the results they obtain based on these inputs. This understanding of justice includes
the employees’ belief that wages, seniority promotion and other similar opportunities are distributed equally
(Ozdevecioglu, 2003:78).

1.1.1.3. Interaction justice:

Interactional justice reflects the social dimension of organizational justice and focuses on the relationships
between employees. In this justice dimension, interpersonal communication is important (Memduhoglu
and Yilmaz, 2017:378). According to Colquitt (2001), interaction justice includes perceptions of whether
managers in the organization are respectful, courteous and sensitive to employees and whether decisions about
the organization are explained correctly.

1.2. Organizational Cynicism

Although the concept of cynicism is a term that has gained value today, it is stated that Antisthenes established
a school in the “Kynosarges Gymniasion” where he started to give education after the death of Socrates and
that this school was called “School of Clinics” over time (Gorgiilii, 2022:50). Although the concept of cyn-
icism has existed since Ancient Greece, it is used in a different sense today. According to Karabulut (2022),
cynical people used to be known as heavy critics, but today the term cynicism is used in the sense of distrust,
belittling organizations and having a cynical attitude.

Graham conducted studies on the personality characteristics of the concept of cynicism. According to Graham,
the characteristics of cynical individuals are explained as follows (Brandes, 1997:9):

e They see others as liars, manipulative and indifferent.

e They question other people’s motives.

e They are cautious and do not trust their relationships with people.

e Acts hostile and oppressive.

e Resents demands from other people.

e They do not care about friendship and do not have a helpful personality.

Organizational cynicism is defined as the employee’s belief that the organization is not in integrity, developing
beliefs about it and exhibiting dismissive and critical behaviors towards the organization as a result of these
beliefs (Dean et al., 1998). Employees can directly express their thoughts that the organization is not a whole,
or they can reflect these thoughts with sarcastic jokes or nonverbal behaviors (Abraham, 2000:270 cited in
Gorgtili, 2022:53).

It is not a correct approach to associate organizational cynicism with a single factor. Because this concept can
sometimes emerge as defense mechanisms that people develop to protect themselves, while in some cases it
may arise due to the characteristics of the job or the personality of the employee (Erkara, 2019:50).

1.2.1. Dimensions of organizational cynicism

The attitudes of organizational cynicism consist of three elements: cognitive, affective and behavioral. There is
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harmony and coordination between these elements (Inceoglu, 2004: 25).Dean et al. explained the dimensions
of organizational cynicism in three ways. These are: affective, cognitive and behavioral dimensions (Dean, et
al., 1998:345-346).

1.2.1.1. Cognitive dimension:

In the cognitive dimension, the employee can observe, perceive or gather information through experience
(Naus, 2007: 17 cited in Kafadar, 2023:54).In the light of this information, individuals can this process is re-
lated to the cognitive dimension. The cognitive dimension constitutes the belief dimension of organizational
cynicism. In this dimension, the employee believes that the organization and other employees are not honest.
As a result of this process, employees may give reactions such as disliking, condemning and feeling anger
towards the organization (Pelit and Pelit, 2014:98).

1.2.1.2. Affective dimension:

The affective dimension is the stage after the cognitive dimension and constitutes the emotional dimension in
employees. In affective cynicism, negative emotions such as disrespect, belittling people, hostility, embarrass-
ment, moral deterioration and insecurity stand out (Ozkalp and Kirel, 2005:73). Cynics may even experience
arrogant happiness because the organization cannot reach high moral standards (Abraham, 2000:269 cited in
Gorgiilii, 2022:56).

1.2.1.3. Behavioral dimension:

It is thought that employees may make efforts to sabotage the process with inappropriate behaviors as one of
the most important damages (Mishra and Spreitzer, 1998:571; Dean et al., 1998). Research has shown that the
behavioral dimension of cynicism is the dimension that exhibits the highest level of cynicism (Karadal et al.,
2021:235).

1.3. The Concept of Intention to Quit

Turnover intention refers to employees’ voluntary or involuntary turnover. Voluntary turnover means that the
employee terminates the relationship with the organization (Bluedorn, 1978). Voluntary turnover is more de-
structive and costly for organizations. Voluntary turnover includes exits and resignations. According to Rusbelt
et al. the concept of turnover intention is defined as a destructive and harmful action taken by employees as a
result of dissatisfaction with the work environment or job dissatisfaction (Rusbelt et al., 1988:599). Organiza-
tions evaluate the job performance of employees who intend to leave their jobs and decide whether they will
continue or not, and if the employee’s performance is at a good level, they can implement procedures to keep
the employee at work. Organizations can make efforts to retain employees if they are successful. If the employ-
ee is not positive for the organization, they can hope that the employee will leave voluntarily (Dirican, 2015:7).

1.4. The Relationship Between Organizational Justice, Organizational Cynicism and Turnover Inten-
tion

Individual and organizational factors are effective in the emergence of cynicism in employees. These factors
affect the employee positively or negatively. This study considers organizational justice perception as an an-
tecedent of organizational cynicism. Akar and Celik (2019), “Organizational justice and cynicism: a mixed
method study at schools” found that there is a significant and negative relationship between organizational
justice perception and organizational cynicism.

As the perception of organizational justice decreases, employees may intend to quit their jobs. This situation
causes negative results. The organization has to care about the money and time it spends to train its employ-
ees. As a result, if the perception of organizational justice is low, turnover intention is high. Giirpinar (2006)
conducted a study on 100 employees working in television and radio organizations and found that turnover
intention increases as the perception of organizational justice decreases.

Employees are likely to exhibit cynical attitudes and behaviors due to individual or organizational factors.
Cynical employees are expected to leave the organization or to discredit the organization in the internal and
external environment. As a result, as the organizational cynicism of employees increases, it is expected that
their intention to quit their jobs will increase. El-liethiey and Atalla (2021) “Relationship between Organiza-
tional Cynicism and Nurses’ Intensity for Turnover as Perceived by Nurses” found a significant and positive
relationship between organizational cynicism and turnover intention. As a result of the literature review, the
hypotheses are as follows:

H1 Organizational justice perception significantly and negatively affects turnover intention.
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H?2 Organizational cynicism significantly and positively affects turnover intention.
H3 Organizational justice perception significantly and negatively affects organizational cynicism.

H4 Organizational cynicism, which is a mediating role, negatively affects organizational justice perception on
turnover intention.

2. METHODLOGY
2.1. Research Model

Descriptive research model is adopted as the study model. In such studies, the current situation is explored
through single or relational variables. In the study, organizational justice was determined as the independent
variable, turnover intention as the dependent variable and the mediating role as organizational cynicism.

Figure 1. Research Model

Organizational
Cynicism

Organizational
Justice

Y

Intention to Quit

2.2. Research Sample and Research Scales

First, the research employed the organizational justice scale. Nieef and Moorman (1993) created the organiza-
tional justice scale, which Giirbiiz and Mert (2009) translated into Turkish. In general, the validity and reliabil-
ity of the scale are deemed sufficient. Employees scored the organizational justice scale items on a five-point
Likert scale comprising 20 items, with 1 representing strongly disagree and 5 representing strongly agree.

The organizational cynicism scale is the second measure employed in the study. Kalagan (2009) translated
the organizational cynicism scale into Turkish, following the development of Brandes, Dharwadkar, and Dean
(1999). The validity and reliability of the scale can be adequately stated on a general basis. A five-point Likert
scale with the ratings “1: Strongly disagree and 5: Strongly agree” is used to score the 13 items on the organi-
zational cynicism scale.

Ultimately, the study employed the turnover intention scale. Wayne Shore and Liden (1997) devised the scale.
Kiiciikusta made the Turkish adaption (2007). “The intention to quit scale was removed from the questionnaire
because the common variance values of two statements were below 0.50 as a result of the analysis” . As a
result, there are three sentences in the Turkish translation (Wayne et al., 1997:85; Kiiglikusta, 2007: 156). In
general, it can be said that the scale has adequate validity and reliability. “1: Strongly disagree and 5: Strongly
agree” is the items on the intention to quit measure are assessed on a five-point Likert scale.

3. FINDINGS AND DISCUSSION
3.1. Demographic Findings

Table 1data on participants’ gender, position and length of service shown. In the frequency analysis regard-
ing the gender distribution of the participants 59.5% of the participants were female (119) and 40.5% were
female (81). Participants the frequency distribution of the distribution of duties shows that 41.5% (83) were
physicians, 30% (60)nurses, 9.5% (19) medical secretaries and 19% (38) medical secretaries was determined.
Frequency regarding the distribution of participants’ working hours distribution 32.5% (65) between 1-4 years,
22.5% (51) less than 1 year, 21.5 (43) for 10 years or more, 11% (22) for 5-7 years and 9.5% (19) for 8-10 years
It was determined that it was distributed as follows.
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Table 1. Findings Regarding the Participants

charactoristics Groups f %
Gender Kadin 119 59,5
Erkek 81 40,5

Doctor 83 41,5

Mission Nurse _ 60 30
Health Technician 38 19

Medical Secretary 19 9,5

Less than 1 year 51 22,5

1-4 65 32,5

Working Time 5-7 22 11
8-10 19 9,5

10 and above 43 21,5

3.2. Confirmatory Factor Analysis For The Scales

A multivariate analysis method called factor analysis is utilized to comprehend a data matrix’s underlying
relationship structure (Hair et al., 1998). Reducing the number of variables and categorizing the variables that
are collected are the goals of factor analysis (Kalayci, 2014).

In order to test the suitability of the data for factor analysis, a correlation matrix should be created. Barllet test
and Kaiser-Meyer-Olkin (KMO) tests should be used in this analysis (Yiicekaya, 2017:100). It is desirable that
the correlation value is high. A second test to be performed is the Barlett Test. With the Barlett Test, it is tested
whether the correlation relationship between variables is high. The last test used to determine the suitability
of factor analysis is the KMO adequacy test (Kalayci, 2014). The KMO test tests the suitability of the data for
the analysis test in terms of sample size (Cokluk et al., 2018:207). It is concluded that data with a KMO value
below 0.50 are not suitable for factor analysis (Aydin, 2007:4).

Tablo 2. Factor Analysis of Organizational Justice Scale

Article Number | Core Value Interaftion Proce(!ural Distrib.utive % Variance
Justice Justice Justice

OA18 ,846

OA19 ,829

OAl4 ,801

0A13 ,790

0A15 6,645 772 39,091

OAl6 ,761

OA17 ,745

OA12 721

0A20 ,690

0A10 ,785

0OA9 ,707

OAS8 3,769 ,705 22,170

OA7 ,685

0A6 ,607

0A4 ,806

0A3 2,421 ,806 14,241

0A2 ,806

Total 75,502
Cronbach Alpha 957
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The rotated factor loadings of the organizational justice scale are shown in Table 2. According to the three
factor loadings obtained, interaction justice (12,13,14,15,16,17,18,19 and 20), procedural justice (6,7,8,9 and
10) and distributive justice (2,3 and 4) were distributed. The first factor explained 39.90%, the second factor
explained 22.17% and the third factor explained 14.24%. The total variance explained is 75.50%. Cronpach
Alpha value is ,957.

Tablo 3. Factor Analysis of Organizational Cynicism Scale

Article Cognitive Affective Behavioral .
Core Value . . . . . . % Variance
Number Dimension Dimension Dimension
0S1 ,824
0S2 ,815
0s3 3,748 , 756 28,828
0s4 , 723
0S5 ,692 ,330
0S8 ,896
0S9 ,846
- 2,962 22,786
OS7 ,482 ,680
0S6 ,550 ,647
0s11 ,865
0Os12 ,856
" 2,833 21,793
OS13 , 741
0Os10 ,662
Total 73,407
Cronpach
Alpha 923

The rotated factor loadings of the organizational cynicism scale are shown in Table 3. According to the three
factor loadings obtained, cognitive dimension (1,2,3,4 and 5), affective dimension (6,7,8 and 9) and behavioral
dimension (10,11,12 and 13) were distributed. The first factor explained 28.83%, the second factor explained
22.79% and the third factor explained 21.79%. The total variance explained is 73°41%. Cronpah Alpha value
is .923.

Tablo 4. Factor Analysis of Turnover Intention Scale

Article Number Core Value | After Rotation | % Variance

IYN1 ,866
TYN2 2,321 ,881 %72,36
IYN3 ,891

Cronpach Alpha ,854

The rotated factor loadings of the turnover intention scale are shown in Table 4. The total variance explained
is 72.36%. Cronpach Alpha value is .854.

3.3. Correlations Analysis

Table 5 shows the findings of the correlation analysis of the variables. A negative relationship was found be-
tween organizational justice and organizational cynicism (R=-,566, P<0,01). A moderate negative relationship
was found between turnover intention and organizational justice (R=-,370, P<0,01). A positive and moderate
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relationship was found between organizational cynicism and turnover intention (R=,577, P<0.01).

Table 5. Findings Related to Correlation Analysis

Organlzfltlonal Orgam‘zzgtlonal Turnover Intention
Justice Cynicism
Pearson C. 1 -,566™ -,370™
Organizational
Justice ) )
Sig. (2-tailed) ,000 ,000
L. Pearson C. -,566™ 1 ST77
Organizational
Cynicism
Sig. (2-tailed) ,000 ,000
Turnover Pearson C. -,370™ STT 1
Intention Sig. (2-tailed) ,000 ,000
* Correlation is at 0.05 level of significance. ** Correlation is at 0.01 level of significance.

3.4. Mediating Role Analysis

Effect of mediation: The link mechanisms between two variables are understood through the use of mediation
analysis. As a mediator between the independent variable (X) and the dependent variable (Y), the mediating
variable (M) in the mediation effect contributes to the understanding of the impact of the independent variable
on the dependent variable (Baron and Kenny, 1986 cited in Giirbiiz, 2021:20).

Table 6. The Effect of Organizational Cynicism on Organizational Justice

Model: 4
Y: Turnover Intention
X:Organizational Justice

M:Organizational Cynicism

Outcome Variable:

Organizational Cynicism

Model Summary R-sq
,3016
Confidence Interval
Coeft se t p LLCI ULCI
Organizational | 5014 0542 | -92462 | 0000 6083 3945
ustice

Regression analysis was performed in Table 6 to investigate the relationship between the organizational jus-
tice variable and organizational cynicism (path a) using the Process plug-in. The analysis’s findings demon-
strate that organizational justice significantly and negatively affects organizational cynicism (b=,-501 95%
CI (-,6083, -,3945), t=-9,2462, p <.001). 30% of the variation in organizational cynicism can be explained by
organizational justice (R>=301).
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Table 7. The Effect of Organizational Cynicism on Organizational Justice And Turnover Intention

Model: 4
Y: Turnover Intention
X:Organizational Justice

M:Organizational Cynicism

Outcome Variable:

Turnover Intention

Model Summary R-sq
,3265
Confidence Interval
Coeff Se t p LLCI ULCI
Orgimz?tlonal 0920 | L0861 -1,0679 ,2869 -,2618 ,0779
ustice
Or%am.zz!tlonal 7104 | 0943 7.5325 ,0000 ,5244 ,8964
ynicism

Table 7 shows the effects of the mediating variable organizational cynicism (M) (path b) and organizational
justice variable (X) (path c) on the outcome variable turnover intention (Y). Accordingly, organizational cyn-
icism has a significant and positive effect on turnover intention (b=,710, 95% CI (,5244 ,8964), t=7,5325,
p<,001). Organizational justice has no significant effect on turnover intention (b= ,-,0920, 95% CI (-,2618
,0779), t=-1,0679 p<,287).

Table 8. The Effect of Organizational Cynicism on Turnover Intention

Model: 4
Y: Turnover Intention
X:Organizational Justice

M:Organizational Cynicism

Outcome Variable:

Turnover Intention

Model Summary R-sq
,1326
Confidence Interval
Coeff Se t p LLCI ULCI
Organizational
Justice -,4482 ,0915 -5,5011 ,0000 -,6088 -,2875

Regression analysis was carried out in Table 8 using the Process plug-in to examine the relationship between
the mediating variable (path c), organizational cynicism, and the organizational justice variable. The analysis’s
findings indicate that organizational justice significantly and negatively affects the intention of turnover (b=,-
448 95% CI (-,6088, -,2875), t=-5,5011, p <,001). Organizational cynicism explains 13% of organizational
justice (R?= 133).
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Table 9. Indirect And Direct Effects of Organizational Cynicism

Model: 4
Y: Turnover Intention
X:Organizational Justice

M:Organizational Cynicism

Indirect Effect(s) of X on' Y

Confidence Interval
Effect BootSE BootLLCI BootULCI
Organizational -3562 0700 5067 -2203
Cynicism
Completely Standardized Indirect Effect(s) of X on Y:
Confidence Interval
Effect
BootSE BootLLCI BootULCI
Organizational Cynicism -,2894 ,0548 -,4046 -, 1882

The complete and partial standardized effect sizes of X’,n on Y are displayed in Table 9. Because they exclude
the number 0 (zero), the confidence intervals for both effect sizes are therefore significant. -.289 is the complete
standardized effect size. -,356 is the partial standardized effect size.

According to these results, it is concluded that the indirect effect of organizational justice on turnover intention
is significant, and therefore, organizational cynicism mediates between organizational justice and turnover
intention (b=-,289, 95% CI (-,4046 , -1882).

CONCLUSION

The health sector plays a central role in the welfare of countries. Disruptions in this sector can lead to various
problems. In this study, organizational justice perception is addressed as one of the reasons for these problems.
According to the findings, low organizational justice perception of individuals working in the health sector
leads to high levels of organizational cynicism. Increased cynicism level was found to increase the intention
of employees to quit their jobs. For the sustainability and quality service delivery in the health sector, organi-
zations should pay attention to the principles of organizational justice and adopt a fair and egalitarian manage-
ment approach.

This study was conducted with 200 health care workers working in the health sector and aims to examine the
effect level of the mediating role of organizational cynicism, which is determined as a mediating role in the
effect of perceived organizational justice on turnover intention of the determined sampling group.

We used regression analysis to find the relationship between the variables. In the study, hypothesis H1, that
there is a significant and negative relationship between organizational justice and turnover intention, was test-
ed. As a result of the analysis, H1 hypothesis was accepted. Similar to this study, Erdirengelebi and Karatas
(2019), in their study with bank employees, found that organizational justice perception had a significant and
negative effect on turnover intention at a level of 16% (Erdirengelebi and Karatas, 2019:1842).

As a result of the regression analysis conducted to look at the effect between the variables, it was concluded
that organizational justice, which is hypothesis H2, significantly and negatively affects organizational cyni-
cism. Ozgen (2016) collected data from around 1000 teachers in a study conducted in the education sector in
Bucak district of Burdur province. Likewise, it was discovered that organizational cynicism is significantly and
negatively impacted by organizational justice.

The H3 hypothesis, according to which organizational cynicism significantly and favorably influences turn-
over intention, was tested using regression analysis. The study led to the acceptance of hypothesis H3. As
corroborating evidence, Kiran (2017) studied workers in the public sector and came to the same conclusion:
organizational cynicism significantly and favorably influences the desire to leave. High organizational cyni-
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cism among employees is expected to result in high intention to leave.

The mediating role of organizational cynicism was examined using Hayes’ (2013) “Process” plug-in. The
analysis supported hypothesis H4, which states that organizational cynicism has a negative impact on turnover
intention perceptions of organizational justice. Similarly, a research by Kose and Aydogan (2021) on industrial
personnel found that organizational cynicism had a complete mediating influence.

The following suggestions are given for future studies:
- A larger sample may yield different results.
- The study can be repeated in different sectors.

- Rather than focusing on the intention to leave, one may investigate the connections and impacts of factors
like work satisfaction, organizational commitment, organizational citizenship, and organizational trust on or-
ganizational cynicism and justice.
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GENISLETILMIiS OZET

Orgiitsel Adalet Algisinin Isten Ayrilma Niyeti ["Jz"erindeki Etkisinde Orgiitsel Sinizmin Aracihk Rolii:
Saghk Calisanlar1 Uzerine Bir Arastirma

GIRiS

Insanlar icin saglik sektorii énem arz etmektedir. Insanlar dogasi geregi biyolojik veya psikolojik olarak
hastalanabilmektedir. Eski donemlerde bu hastaliklar alternatif yontemlerle giderilebilse de ¢ogu hastaligin
tedavisi yoktu. Ilerleyen yiizyillarda ise saglik sektdriiniin gelismesiyle birlikte, bu gelisim teknoloji dnder-
liginde bilim diinyasindaki yeni buluslarla ¢ogu hastaligin tedavisinin olmasina sebebiyet vermistir. Gelisen
saglik sektoriinde teknoloji ne kadar 6nemli olsa da ayakta kalmasini bir nevi gorev yapan saglik calisanlarina
borgludur. Saglik sektoriinde ¢alisan her bir insan, hastalanan insanlar i¢in 6nemlidir. Calisanlarin, hastalanan
insanlarla ilgilenmesi, tedaviyi bulmasi, hep yanlarinda olmasi tedavinin devamliligini saglamaktadir. Fakat
calisanin yeterli yetkinlikte olmamasi veya orgiit yapisinin ideal bir diizende olmamasi bir¢ok olumsuzlugu
beraberinde getirmektedir. Bu olumsuzluklar genel anlamda hastalara, calisanlara ve orgiite zarar vermekte-
dir. Ornegin, orgiit yapisinin her bir ¢alisana esit davranmamasi, birine agir is yiikii verip diger ¢aligana daha
hafif ¢aligma sartlar1 saglamasi ve gelir dagilimindaki adaletsizlik gibi durumlar, ¢alisanda olumsuz etkiler
yaratmaktadir. Bu aragtirmanin amaci, saglik sektoriinde ¢alisan kisilerin orgiitsel adalet algilarinda isten ay-
rilma niyeti tizerinde Orgiitsel sinizmin aracilik roliine bakmaktir. Arastirmanin 6nemliligi saglik sektoriinde
gorev yapan calisanlarin orglitsel adalet alg1 diizeylerinin ne oldugunu belirleyerek, adalet algilarinin diisiik
olmasi durumunda isten ayrilma niyetleri artmalar1 beklenmektedir. Orgiitsel sinizm kavraminin bu arastirma-
daki aracilik rolii calisanlarinin adalet algis1 diisiik ise sinizm diizeyleri artmasi ve bu durumda isten ayrilma
niyetini arttirmasi olasi bir durumdur. Arastirma genel anlamda bunlarin iistiine temellendirilmistir.

Arastirmanin evreni, Tiirkiye’de gorev yapan saglik calisanlari olup, maddi ve zaman kisitliklar1 sebebi ile
“Kolayda Orneklem” ydntemi ile Canakkale Onsekiz Mart Universitesi Hastanesi belirlenmistir. Veriler, 20
Mayis- 30 Haziran tarihlerinde Canakkale Onsekiz Mart Universitesi Hastanesinde ¢alisan 200 kisiden anket
ve yiiz ylize yontemi ile toplanmistir. Arastirmada ii¢ tane 6lgek kullanilmigtir. Bunlar; orgiitsel adalet, or-
giitsel sinizmve isten ayrilma niyetleri 6l¢ekleridir. Arastirmada dort hipotez olusturulmustur. Bu hipotezler;
H1 orgiitsel adalet algisi isten ayrilma niyetini anlamli ve negatif yonde etkiler, H2 6rgiitsel sinizm isten
ayrilma niyetini anlamli ve pozitif etkiler, H3 Orgiitsel adalet drgiitsel adalet orgiitsel adalet algis1 drgiitsel
sinizmi anlamli ve negatif etkiler ve H4 orgiitsel adalet algisinin isten ayrilma niyeti iizerinde orgiitsel siniz-
min aracilik rolii vardir, seklindedir. Hipotezleri test etmek amaci ile SPSS ve Hayes tarafindan gelistirilen
“Process” eklentisi kullanilmistir. Aragtirmada yapilan analizler sirasi ile énce katilimcilarin frekans dagi-
lim analizleri yapilmistir. Daha sonra 6l¢eklerin giivenirliliklerine bakilmistir, dlgekler genel anlamda olumlu
oldugu i¢in her bir 6l¢ek i¢in faktor analizleri yapilmistir. Korelasyon analizleri yapilarak degiskenlerin iliski
diizeylerine bakilmistir. Regresyon analizi ile degiskenlerin etki diizeylerinebakilarak “Process” eklentisi ile
aracilik diizeyine bakilmistir.

1. LITERATUR TARAMASI
1.1. Orgiitsel Adalet:

Genel anlamda orgiitsel organizasyonunu ve is giiciine fayda saglayabilmektedir. Bu fayda sonucunda; ¢ali-
sanin igse duyduklar1 giiveni arttirmakta ve ise bagliliklarin1 artirmada énemli rol oynamaktadir (Cropazano,
2007). Orgiitsel adalet kavrami, calisan kisinin drgiitiin adil ve esit olduguna dair inanmalar1 seklinde tanim-
lanmaktadir (Murtaza vd., 2011). Orgiitsel adalet kavramy, ii¢ boyut seklinde ele alinmaktadir, bunlar; dagitim-
sal, prosediirel ve etkilesimsel adalettir.

1.1.1. Dagitim adaleti:

Orgiitsel adalet kavraminm ilk boyutudur. Bu boyut tanim olarak, ¢alisanlarin kazanimlarini (6diil, terfi vb.)
gibi ceza durumlarinin dagitimma odaklanmaktadir. Dagitimsal adalet, ¢alisanlarin sonuglarin adilligine
odaklanmaktadir (Adams, 1965; Greenberg; 1990).

1.1.2. Prosediirel adaleti:

Yoneticilerin 6rgiit yapisinda gorev alan kisilerin karar alirken uyguladiklar1 prosediirlerin adilligine odak-
lanmaktadir (Tepper ve Taylor, 2003).

1.1.3. Etkilesim adaleti:

Orgiit yapisindaki yéneticiler ile calisanlar arasindaki iliskiye odaklanmaktadir. Yoneticilerin, ¢alisanlara kars:
nazik ve agiklayici bir dil ile 6rgiitte alinan kararlarin agiklanmasi gerektigini vurgulamaktadir (Colquitt, 2011).
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1.2. Orgiitsel Sinizm:

Sinizm; kisilerin, diger kisiler hakkindaki olumsuz goriis icerisinde olmalar1 seklinde tanimlanmaktadir. Or-
giitsel sinizm, ¢aliganin, orgiite ve kisilere yonelik hayal kiriklig1, glivensiz, umutsuzluk ve 6tke i¢cinde olmast
seklinde tanimlanmaktadir (Andersson, 1996). Bunlarin neticesinde ¢alisan, drgiite ve kisilere yonelik olum-
suz tutum ve davramslar sergileyebilmektedir (Abraham, 2000). Orgiitsel sinizm, {i¢ boyuta ayrilmaktadir.
Bunlar; bilissel, duyussal ve davranigsal seklindedir.

1.2.1. Bilissel Boyut:

Bu boyutta calisan kisiler ¢alistiklar1 6rglit yapilarina inanmamaktadirlar. Calisanlar, 6rgiit yapisindaki uygu-
lamalarda adaletin olmadigini ve samimi olmadigma inanmaktadirlar (Isik, 2014:137).

1.2.2. Duyussal Boyut:

Orgiitsel sinizmin ikinci boyutunu olusturup olup, érgiite kars1 objektif bir yargi tasimamaktadir. Caligan orgii-
te kars1 hor gérme ve 6fke gibi gliglii duygusal tepkiler igermektedir (Ozler vd., 2010:49).

1.2.3. Davranissal Boyut:

Bu boyutta, orgiitsel sinizmin son asamasini temsil eder ve orgiite kars1 olumsuz, genellikle asagilayici davra-
nislar sergileme egilimini ifade etmektedir (Erdogan ve Bediik, 2013:21).

1.3. isten Ayrilma Niyeti:

Isten ayrilma, ¢alisanlarin orgiitteki istihdaminin sona ermesi olarak tanimlanmakta iken, isten ayrilma niyeti
ise bireyin kendi istegiyle ve bilingli bir sekilde orgiitten ayrilma arzusunu ifade etmektedir (Teet ve Meyer,
1993). Calisanlarin mevcut iglerinden tatmin olmamalari, orgiitiin sunmus oldugu is ve yonetim kosullarinin
yani sira ortamin yetersizligi ya da farkli is segeneklerine yonelme istegi gibi sebeplerden dolay1 isten ayrilma
istegi igerisinde olabilmektedirler (Akkaya, 2024:39).

2. BULGULAR

Regresyon ve Korelasyon analizi ile H hipotezi olan Orgiitsel adalet algis1 isten ayrilma niyeti anlamli ve
negatif yonde etkiler hipotezi test edilmis olup, hipotez kabul edilmistir. Genel anlamda bulunan sonug litera-
tiir ile drtiismektedir (Oriicii ve Ozafsarlioglu, 2013; Phayoonpun ve Mat, 2014). Regresyon ve Korelasyon
analizi ile H_ hipotezi olan orgiitsel sinizm isten ayrilma niyetini anlamli ve pozitif etkiler hipotezi test edilmis
olup, hipotez kabul edilmistir. Genel anlamda bulunan sonug literatiir ile ortiismektedir (Tekiner ve Demirci,
2019; Ugur ve Yasim, 2016). Regresyon ve Korelasyon analizi ile H, hipotezi olan orgiitsel adalet algis1 or-
giitsel sinizmi anlaml1 ve negatif yonde etkiler hipotezi test edilmis olup, hipotez kabul edilmistir. Bulunan bu
sonug literatiir ile értiismektedir (Girgin ve Glimiiseli, 2018; Tsai ve Harrison, 2019). Aracilik roliine bakmak
i¢in “Process” eklentisi kullanilarak H, hipotezi olan orgiitsel adalet algisinin igten ayrilma niyeti etkisinde 6r-
giitsel sinizmin aracilik rolii vardir hipotezi test edilmis olup, hipotez kabul edilmistir. Bulunan sonug literatiir
ile ortlismektedir (Afghan vd., 2018; Tayfur vd., 2013).

SONUC

Arastirmada elde edilen bulgulara gore tilkeler i¢in 6nemli bir sektdr olan saglik sektoriinde galisan kisilerin
caligtiklar1 orgiitleri adaletli olmasi bekledigi goriilmektedir. Orgiitsel adalet algisinin yiiksek oldugu durum-
larda, ¢alisanlarin ise yonelik tutumlarinin olumlu oldugu gézlemlenmektedir. Buna karsin, orgiitsel adalet
algisinin diisiik oldugu durumlarda, ¢alisanlarin sinizm algilarinin yiiksek oldugu goriilmektedir. Sinizm al-
gisinin yiliksek olmasi durumunda ise isten ayrilma niyetlerinin arttig1 goriilmektedir. Adalet algisinin diisiik
olmasi da isten ayrilma niyetini arttirmaktadir.

Saglik sektdrii icin Onerilerimiz, daha adil bir yapinin ¢alisanin 6rgiite bagliklarmi ve ise tutumlarimi pozitif
yonde etkilerken adil olmayan bir yapinin olmast durumunda ise hem g¢alisana hem orgiite zarar vermektedir.
Gelecek arastirmalara Onerilerimiz:

e Arastirma farkli sektorlerde farkli sonuglar verebilir.

e Aragtirmada kullanilan degiskenler degistirilerek tekrarlanabilir,
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