
Ekonomi, İşletme ve Yönetim Dergisi 

Journal of Economy Business and Management 

Cilt/Vol:6, Sayı/Issue:2, 2022, Sayfa/Pages: 160-181 
DOI: 10.7596/jebm.31122022.002 

JEBM 

Ekonomi, İşletme ve Yönetim Dergisi 

Journal of Economy Business and Management 

ISSN: 2602-4195 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

160 

The Effects of Organizational Cynicism on Turnover 

Intention and An Application 

 

 

Güner ÇÖL 

orcid.org/0000-0002-9222-4399 

Dr. Öğr. Üyesi, İstanbul Üniversitesi - Cerrahpaşa, SBMYO 

Asst. Prof. Dr., İstanbul Univ. - Cerrahpaşa, Soc. Sci. Voc. School 

gunercol@iuc.edu.tr 

 

 

 

Abstract 

The aim of this study is to determine the effect of organizational 

cynicism attitudes of administrative staff, working at a public 

university in Istanbul, on their turnover intention. The randomly 

determined sample of the study consists of 217 administrative 

employees. Partial least squares path analysis (PLS-SEM) was used in 

the analysis of the data collected by the survey technique. SmartPLS-4 

statistical program was used to analyze the data. According to the 

findings of the research; it is seen that affective and behavioral 

dimensions of organizational cynicism have positive and significant 

effect on turnover intention, but cognitive sub-dimension has no effect. 

The R2 value of the model shows that the turnover intention is 

explained by approximately 52%. 

Keywords: Organizational cynicism attitudes, turnover 

intention, administrative staff 
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Introduction 

Organizational cynicism is the negative attitudes developed by 

the employee towards his/her organization, and these attitudes lead 

him/her to have negative feelings and to develop a critical approach 

towards the organization, and to behave in this direction (Dean et al. 

1998; Davis and Gardner, 2004). When the literature is examined, it is 

seen that organizational cynicism is handled in three dimensions as 

cognitive, affective and behavioral (Dean et al. 1998). The cognitive 

dimension expresses the belief that the organization is far from the 

principles of justice, honesty and sincerity. The affective dimension is 

the various negative feelings of employees towards their 

organizations. The behavioral dimension is defined as the negative 

behaviors of employees towards their organizations by reflecting what 

they feel cognitively and emotionally on their behaviors (Demirci and 

Tekiner 2019). 

It is clear that organizational cynicism, which consists of three 

negative attitudes, can cause different negative consequences for 

organizations. One of these negative consequences is the turnover 

intention. Intention to leave is a “destructive and active” action that 

employees show when they are not satisfied with their work 

conditions. Employee turnover is generally undesirable for 

organizations. Because, in organizations where turnovers are common, 

many negative aspects may arise such as; the possibility of losing the 

talented workforce negatively affects sustainable competitive 

advantage, the training to be given to the newly hired employees, the 

recruitment costs, the sadness of those who continue to work due to 

losing their colleagues, and the anxiety arising from the uncertainty of 
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the relations with the newcomers (Büyükbeşe, 2012). 

There are many studies on the effects of organizational 

cynicism on turnover intention (Peter and Chima 2018; Demirci and 

Tekiner 2019; Polat and Meydan, 2010; Güzel and Ayazlar, 2014: 137; 

Yalçın, 2017; Beheiri, Ahmed, and Aboul-Ela, 2018; Kunduracı, 2019; 

Canbek and Kanbur, 2019). In most of these studies, organizational 

cynicism was considered as a single variable without going down to 

its sub-dimensions. However, the number of studies examining which 

dimension fuels organizational cynicism most, by associating sub-

dimensions one by one with turnover intention, is quite limited. 

Among these, the study conducted by Canbek and Kanbur (2019) 

states that affective and behavioral dimensions have a positive and 

significant effect on turnover intention, but the cognitive dimension 

does not have any effect. However, Soybalı and  Pelit (2021) argue that 

cognitive and affective dimensions positively and significantly affect 

turnover intention, but behavioral dimension does not have any effect. 

For this reason, there is a need for more research to be conducted in 

different sectors that deals with the effects of organizational cynicism's 

each sub-dimension on one by one. Thus, it will be revealed which 

dimension causes turnover intention the most. Because losing a 

qualified employee means losing the knowledge and experience 

gained over the years. For this reason, in this study, it is aimed to 

determine the dimension that increases turnover intention the most by 

associating the sub-dimensions of organizational cynicism with 

turnover intention separately. 
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Organizational Cynicism 

According to Andersson (1996), cynicism is an attitude that 

occurs with disappointment and negative feelings towards 

organizations, ideologies, groups and individuals, or distrust towards 

all of these. Cynicism is the suspicion of other people's motives, 

honesty and goodwill and generalizing this to other subjects or 

situations (Tan and Tan, 2007). Organizational cynicism is the negative 

attitude of the person towards the organization he works for. This 

attitude consists of beliefs, emotions and behavioral tendencies. An 

individual with organizational cynicism thinks that the organization 

lacks honesty, integrity and justice and believes that the decisions 

taken are far from sincerity. These beliefs are accompanied by negative 

emotions such as anger and contempt. Behavioral tendencies related 

to organizational cynicism include humiliating and critical statements 

about the organization (Davis and Gardner, 2004). According to 

another definition, organizational cynicism is an attitude arising from 

a critical evaluation of the values and activities of the organization 

(Bedeian, 2007). Abraham (2000) defined organizational cynicism as a 

belief that the organization lacks honesty. He stated that this belief, 

when combined with a strong negative feeling, can lead to critical and 

negative behaviors towards the organization (Abraham, 2000). Dean et 

al. (1998) defined organizational cynicism as “the individual's negative 

attitude towards the organization he works for” and suggested that it 

has three dimensions: cognitive, affective and behavioral (Dean et al., 

1998): 

Cognitive Dimension: In the cognitive dimension, cynical 

employees think that the organization has no principles and all 
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relationships and interactions in the organization are shaped for the 

interests of individuals. Thus, employees will be able to compromise 

values such as honesty, respect, sincerity and trust, and even display 

immoral and unscrupulous behaviors in line with their interests (Dean 

et al., 1998; Begenirbaş and Turgut, 2014; Kazançoğlu and Ercan, 2019).  

Affective Dimension: In short, it is negative feelings towards 

the organization. Attitudes consist of both beliefs and feelings. 

Cynicism is not objective judgments about the organization, but strong 

emotional reactions to the organization. The affective dimension of 

organizational cynicism consists of many emotions. The individual 

may be angry or hate the organization he works for. When he thinks 

about the organization, he may feel sad, disgusted and even ashamed 

(Dean et al., 1998). 

Behavioral Dimension: It is the tendency of the employees to 

act critically and humiliatingly towards the organization, consistent 

with their beliefs and feelings about the organization they work for 

(Özgener et al., 2008). In other words, it includes the behaviors of 

employees’ making complaints, mocking and criticizing their 

organizations (Kalağan and Güzeller 2010). In organizations, cynical 

behavior can be shown only by actions without the use of words. The 

meaningful glances of the employees and their mocking and 

contemptuous laughter are examples of cynical behaviors (Karacaoğlu 

and İnce, 2012). 

Turnover Intention  

According to Tett and Meyer (1993), turnover intention is an 

individual's desire to leave the organization that he/she works for. 
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Krueger and Rouse (1998) define turnover intention as the decision to 

look for other job alternatives in other organizations (Peter and Chima 

2018). According to another definition, it is expressed as employees' 

thinking of leaving their jobs due to their dissatisfaction with the 

current job conditions (Özcan et al., 2012). It is possible to talk about 

many organizational and individual factors that are stated to be 

effective in the employees' decision to leave the job. Beliefs, 

perceptions, feelings and thoughts that employees acquire about 

organizational culture and values, relations with colleagues, career 

development opportunities, roles within the organization, demands 

and expectations, justice, reward system and remuneration can be 

effective in their decision to leave the job (Yalçın, 2017). The precursor 

of leaving the job is the turnover intention. 

Since turnover intention is of vital importance for 

organizations, many studies have been conducted on this subject. 

(Güzel and Ayazlar 2014; Kunduracı 2019; Soybalı and Pelit 2021; 

Yalçın 2017; Özcan et al. 2012). Because leaving the organization where 

individuals work does not only mean physical separation. Because 

leaving the organization of an individual does not mean only physical 

separation; The individual who leaves the organization also takes the 

knowledge and experience he/she has gained with him/her. The cost 

to the organization of the new employees to reach the same level of 

knowledge and experience is quite high. For this reason, employees 

who have the intention to leave the job should be prevented from 

making the decision to leave the organization as quickly as possible. It 

may be possible today that the intention does not turn into a behavior, 

but it should be known that the intention is likely to turn into a 
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behavior. (Erbil, 2013). 

The Relationship Between Variables  

One of the factors that is claimed to increase employees' 

intention to leave is organizational cynicism. The results of studies 

dealing with the effects of organizational cynicism on turnover 

intention show that organizational cynicism may be effective in 

employees' decision to quit their job (Beheiri, Ahmed and Aboul Ela, 

2018; Peter and Chima 2018; Canbek and Kanbur 2019; Demirci and 

Tekiner 2019). It has been determined that organizational cynicism is 

significantly and positively related to turnover intention in studies 

where its sub-dimensions are ignored and treated as a single variable 

(Beheiri et al. 2018; Peter and Chima 2018; Demirci and Tekiner 2019). 

Canbek and Kanbur (2019) revealed that organizational cynicism and 

its sub-dimensions, affective and behavioral, have a positive and 

significant effect on turnover intention, but the cognitive sub-

dimension has no effect. In the study conducted by Soybalı and Pelit 

(2021) on hotel employees, it was determined that organizational 

cynicism and its sub-dimensions, cognitive and affective dimensions, 

positively and significantly affect the turnover intention, but the 

behavioral dimension does not have a significant effect. In addition to 

these, there are studies showing that all three sub-dimensions of 

organizational cynicism have positive and significant effects on 

turnover intention (Kunduracı, 2019; Güngör, 2019; Çubuk, 2021). 

As it is seen, the results of studies on the effects of 

organizational cynicism's sub-dimensions on turnover intention differ 

in the literature. In some studies, it was stated that cognitive cynicism 

and in others behavioral cynicism did not have any effect on turnover 
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intention. Therefore, more studies on the subject are needed. From this 

point of view, the model and hypotheses of the research were designed 

as follows. 

H1: Cognitive cynicism positively affects turnover intention. 

H2: Behavioral cynicism positively affects turnover intention. 

H3: Affective cynicism positively affects turnover intention. 

 

Figure 1: The Research Model 

 

Methodology 

The original scale of Brandes et al. (1999), which was adapted 

in Turkish by Kalağan (2009), was used to measure the dimensions of 

organizational cynicism. There are a total of 13 expressions in the scale, 

5 of which are in the cognitive dimension, and 4 in each of the 

behavioral and affective dimensions. The 5-item turnover intention 

scale, which originally belongs to Reychav and Weisberg, was adapted 
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in Turkish by Büyükbeşe (2012). 

In the research, we used the survey method with closed-ended 

questions as the data collection method. In addition to questions about 

demographic information, the survey includes a total of 18 questions 

measuring the variables of the research. The application of the study 

was made on the administrative staff of a public university in Istanbul. 

The questionnaire was sent electronically to all the staff of the 

university, but since the number of academic staff responses was very 

low, they were not included in the analysis. The questionnaire, which 

was randomly answered by 217 administrative personnel, was 

included in the analysis. Among these, 127 are men and 90 are women, 

165 are married and 52 are single, 15 are under the age of 30, 144 are 

between 30-50 and 58 are over the age of 50. Participants answered the 

questions using a 5-point Likert Scale (1=Strongly Disagree, 5=Strongly 

Agree). 

Statistical Analysis and Findings 

First of all, the reliability and validity tests of the scales used in 

the study were conducted. For this purpose, convergent validity, 

discriminant validity and internal consistency were evaluated. For 

internal consistency reliability, Cronbach's Alpha and Composite 

Reliability (CR) coefficients were examined. In the determination of 

convergent validity, average variance (AVE=Average Variance 

Extracted) values explained by factor loadings were used. Cronbach 

Alpha and combined reliability values are expected to be above 0.70, 

and the AVE value is expected to be above 0.50 (Fornell and Larcker, 

1981; Hair et al., 2006; Hair et al., 2014; Yıldız, 2019). The internal 

consistency and convergent validity analysis results of the variables of 
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the research are given in Table-1. 

 

Table-1: Validity and Reliability Results of the Scales 

Variables Expressions 
Factor 

Loadings 

Cronbach 

Alfa 

Composite 

Reliability 

(CR) 

Average 

Variance 

Extracted 

(AVE) 

O
R

G
A

N
IZ

A
T

IO
N

A
L

 C
Y

N
IC

IS
M

 

Cognitive 

Cynicism 

COG1 0,876 

0,916 0,937 0,749 

COG2 0,780 

COG3 0,883 

COG4 0,892 

COG5 0,892 

Behavioral    

Cynicism 

BEH1 0,856 

0,801 0,863 0,614 
BEH2 0,808 

BEH3 0,683 

BEH4 0,778 

Affective 

Cynicism 

AFF1 0,974 

0,976 0,982 0,932 
AFF2 0,974 

AFF3 0,970 

AFF4 0,945 

TURNOVER 

INTENTION 

T.INT1 0,916 

0,953 0,964 0,841 

T.INT2 0,956 

T.INT3 0,942 

T.INT4 0,863 

T.INT5 0,906 

 

In order to evaluate the internal consistency, we looked at the 

Cronbach Alpha and CR coefficients of the variables. Cronbach Alpha 

coefficients are ranged between 0.801 and 0.976, and CR coefficients 

between 0.863 and 0.982. This shows that internal consistency is 

maintained. 

While determining the items to be included in the factor 

structure, benchmark values for "factor loads" are determined by 

considering the sample size. Benchmark values of 0.50 and higher are 
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suggested. For example, it is recommended that the factor load 

threshold value be at least 0.55 for 100 participants (Catalano, 2018; 

Şencan and Fidan, 2020 ). The factor loads of the variables in this 

research are between 0.683 and 0.974; and the AVE values are between 

0.614 and 0.932. Therefore, we can say that convergent validity is also 

provided.  

 

Table-2: Discriminant Validity Results (AVE Criteria) 

 
Cognitive 

Cynicism 

Behavioral 

Cynicism 

Affective 

Cynicism 

Turnover 

Intention 

Cognitive Cynicism (0,865)    

Behavioral Cynicism 0,620 (0,783)   

Affective Cynicism 0,736 0,710 (0,966)  

Turnover Intention 0,597 0,589 0,702 (0,917) 

 

To evaluate the discriminant validity, AVE criteria which has 

been proposed by Fornell and Larcker (1981) and HTMT criteria which 

has been proposed by Henseler et al. (2015) were used. Fornell and 

Larcker (1981) indicated that, the square roots of AVE must be greater 

than the correlations among the variables of the study. It is seen in 

Table-2 that values in parentheses (which are the square roots of AVE) 

are greater than the correlations of other variables. 
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Table-3: Discriminant Validity Results (HTMT Criteria) 

 
Cognitive 

Cynicism 

Behavioral 

Cynicism 

Affective 

Cynicism 

Turnover 

Intention 

Cognitive Cynicism     

Behavioral Cynicism 0,666    

Affective Cynicism 0,776 0,753   

Turnover Intention 0,636 0,624 0,726  

 

Henseler et al. (2015) pointed out that, HTMT value has to be 

below 0.90 (and below 0.85 for concepts that are far from each other in 

terms of content). It is seen that all of the HTMT values in Table-3 are 

below the limit value. Bottomed on the information in Table-2 and 

Table-3, it can be stated that discriminant validity was achieved. The 

correlation findings of variables are shown in Table-4. 

 

Table-4: Correlation Analysis Results 

 
Cognitive 

Cynicism 

Behavioral 

Cynicism 

Affective 

Cynicism 

Turnover 

Intention 

Cognitive Cynicism 1    

Behavioral Cynicism 0,620* 1   

Affective Cynicism 0,736** 0,710** 1  

Turnover Intention 0,597* 0,589* 0,702** 1 

 ** p<0.01, * p<0.05, N=217 

 

From the correlation findings obtained, it is understood that 

there are positive and moderately significant relationships between 

cognitive cynicism and behavioral cynicism; turnover intention and 
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cognitive cynicism; turnover intention and behavioral cynicism. On 

the other hand, the relationships between cognitive cynicism and 

affective cynicism, affective cynicism and behavioral cynicism, 

turnover intention and affective cynicism are again positive but more 

significant. 

 

 

Figure 2: The Structural Equation Model 

 

Partial least squares path analysis (PLS-SEM) was used to 

analyze the research model. The data were analyzed using the 

SmartPLS-4. We used PLS algorithm to calculate linearity, path 

coefficients, R2 and effect size (f2) of the research model. To evaluate 

the significance of the PLS path coefficients, we calculated the t-values. 

Findings are seen in Table 5. 
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Table-5: Coefficients of the Research Model 

Variables 

S
ta

n
d

ar
d

iz
ed

 

β
 

t 
v

a
lu

e 

p
 

R
2

 

f2
 

V
IF

 

Cognitive 

Cynicism 

Turnover 

Intention 

0,143 1,882 0,060 

0,518 

0,019 2,276 

Behavioral 

Cynicism 
0,155 2,620 0,009 0,024 2,103 

Affective 

Cynicism 
0,487 6,183 0,000 0,174 2,824 

 

According to Hair et al. (2014), Variance Inflation Factor (VIF) 

values among the variables should be below the limit value of 5. Since 

all three of the VIF values in Table 5 are below 5, we can say that a 

linearity problem does not exist among the variables.  

As a result of the analysis, affective cynicism (β=0.487; p<0.01) 

and behavioral cynicism (β=0.155; p<0.01) affect turnover intention in 

the same direction and at a high level. However, it was determined 

that cognitive cynicism did not have a significant effect on turnover 

intention. In the light of these findings, the 2nd and 3rd hypotheses of 

the research were supported, but the 1st hypothesis was rejected. On 

the other hand, based on the R2 value of the model, we can say that the 

turnover intention is explained by approximately 52%. 

According to Cohen (1988), an effect size coefficient (f2) value 

of 0.02 is considered as “low”, 0.15 is considered as “medium” and 0.35 

is considered as “high”. Sarstedt et. al. (2017) stated that it is not 
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possible to talk about any effect when the coefficient is below 0.02 

(Yıldız, 2019). Based on the coefficients in the table, it can be said that 

behavioral cynicism has a low effect size (0.024) and affective cynicism 

has a medium effect size (0.174) on turnover intention. Since the f2 

value of cognitive cynicism is less than 0.02, it has no effect on turnover 

intention. 

Conclusions and Recommendations 

Education is one of the most important needs of people in our 

age. Universities are the last educational institutions that shape and 

direct the talents of the individual before starting the business life. Like 

every institution, universities also should take measures to prevent 

their qualified employees from leaving the job. One of the factors that 

cause people leaving their job is organizational cynicism. In this study, 

it is aimed to determine the effects of the perceptions of organizational 

cynicism of the administrative staff of a public university in Istanbul, 

on their turnover intention. For this purpose, the effects of cognitive, 

behavioral and affective cynicism, which are the sub-dimensions of 

organizational cynicism, on turnover intention were investigated. 

According to the results of the correlation analysis, there was a 

positive significant relationship between the cognitive, affective and 

behavioral dimensions of organizational cynicism and the turnover 

intention. The findings show that with the increase in the 

organizational cynicism level, the turnover intention will increase as 

well. On the other hand, it is seen that the affective dimension is the 

most related organizational cynicism dimension to turnover intention 

whereas the least related one is the behavioral dimension. Based on 

this result, it can be said that employees who have the intention to quit 
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their job are cautious about transforming their strong feelings about 

cynicism into behavior and reflecting them to the organization.  

In addition, as a result of the analyzes made, it was determined 

that affective (β=0.487; p<0.01) and behavioral (β=0.155; p<0.01) 

dimensions, which are the sub-dimensions of organizational cynicism, 

significantly and positively affect turnover intention. It was 

determined that the cognitive dimension did not have a significant 

(p>0.05) effect on the turnover intention. These results are in line with 

the results of the Canbek and Kanbur (2019) study.  

The results of the analysis show that the dimension with the 

strongest effect on the turnover intention is the affective dimension. 

Accordingly, university employees experience cynicism mostly in their 

emotions, that is, in their inner world. The fact that the behavioral 

dimension has a weaker effect indicates that they are able to reflect 

only a part of the cynicism they experience on their behavior. This 

situation suggests that they have reservations about expressing the 

cynicism they experience and reflecting it on their behaviors.  

The cognitive dimension, which represents the belief that the 

organization lacks fairness, honesty and integrity, did not have any 

effect on turnover intention. This result suggests that it is due to their 

emotional reaction, thinking that there is nothing they can do to change 

the injustices experienced. In other words, there is a possibility that the 

effects of the cognitive dimension are loaded on the affective 

dimension. 

Every employee of an organization may decide or intend to 

leave the job for various reasons. One of the reasons for this is 
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undoubtedly the “organizational cynicism”. Therefore, managers of 

the organization have to take measures to prevent the formation and 

development of organizational cynicism among the employees. It is 

seen in this study that, the most important precaution to be taken is to 

prevent negative emotional reactions. For this, the university 

management needs to develop ways and methods in which employees 

can express their requests, suggestions and complaints without 

hesitation. In our age, no matter what kind of an organization people 

work in, instead of being an ordinary personnel, they want to 

participate in the management of the organization, they want to 

actively involve in taking all kinds of decisions that concern them, they 

want to express their thoughts freely and therefore to be effective in 

the results (Dinçer and Fidan 2011). The presence of an administrative 

personnel in the management bodies, representing the administrative 

staff, will ensure that the correct information about how and for what 

reason the managerial decisions are taken, reaches everyone in the 

organization. In this way, the negative emotional reaction caused by 

incomplete and misinformation can be reduced, even if it is not 

completely eliminated. In addition, the institution should not 

compromise on the principles of justice, honesty and transparency in 

the decisions it takes and in all the works it does, and it should be at an 

equal distance from every employee. Otherwise, organizational 

cynicism will increase and therefore the intention to leave the job will 

turn into a decision to leave the job. It should not be forgotten that 

every qualified employee who leaves the job takes the knowledge and 

experience that he has acquired over the years with him. 

The most important limitation of this study is that 
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academicians were not included in the analysis because the number of 

academic staff who filled out the questionnaire was very few. It would 

be beneficial for future studies to include academicians and to compare 

academic staff and administrative staff.  

 

REFERENCES 

Abraham, R., (2000), "Organizational Cynicism: Bases and 

Consequences", Genetic, Social, and General Psychology Monographs, 126(3), 269-

292. 

Andersson, L.M., (1996), “Employee Cynicism: An Examination 

Using a Contract Violation Framework”, Human Relations, 49, 1395-1418. 

Bedeian, A. (2007), "Even if the Tower is 'ivory', it isn't white: 

understanding the consequences of faculty cynicism", Academy of Management 

Learning and Education, Vol. 6, 9-32. 

Begenirbaş, M. ve Turgut, E. (2014). “İş Yaşamında Çalışanların 

Duygusal Emeklerinin Örgütsel Sinizme Etkileri: Bankacılık Sektöründe Bir 

Araştırma”. Çankırı Karatekin Üniversitesi İktisadi ve İdari Bilimler Fakültesi 

Dergisi, 4(2), 223-246. 

Beheiri, L. A., Ahmed, E. S. and Aboul-Ela, G. M. B. E. (2018). 

“Analyzing The Effect of Organization Cynicism on Intention to Leave: A 

Case Study on Nola Cupcakes”. IOSR Journal of Business and Management, 

20(6), 20-26. 

Brandes, P., Dharwadkar, R., and Dean, J. W. (1999). “Does 

organizational cynicism matter?: Employee and supervisor perspectives on 

work outcomes”. Eastern Academy of Management best papers proceedings, 150-

153.   



 

 

Güner ÇÖL 

 

JEBM 

Ekonomi, İşletme ve Yönetim Dergisi 

Journal of Economy Business and Management 

ISSN: 2602-4195 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

178 

Büyükbeşe, T (2012). Güçlendirici Liderliğin Çalışan Performansı ve İşten 

Ayrılma Niyetine Etkisi: Bir Model Önerisi. Yayımlanmamış Doktora Tezi. 

Kahramanmaraş Sütçü İmam Üniversitesi, Kahramanmaraş 

Canbek, M. ve Kanbur, E. (2019). “Örgütsel Sinizmin İşten Ayrılma 

Niyetine Etkisinde Yaşın Düzenleyici Rolünün İncelenmesi”. İşletme 

Araştırmaları Dergisi, 11(3), 1493-1502. 

Catalano, A. J. (2018). Measurements in distance education: a 

compendium of ınstruments, scales, and measures of evualuating online 

learning. London: Taylor & Francis Ltd 

Cohen, J. (1988). Statistical Power Analysis for the Behavioral 

Sciences. Lawrence Erlbaum, Mahwah. NJ. 

Çubuk, F. (2021). Örgütsel Sinizmin İşten Ayrılma Niyetine Etkisinde 

Sendikalaşmanın Aracı Rolü. Yayımlanmamış Yüksek Lisans Tezi. Aydın 

Adnan Menderes Üniversitesi, Aydın. 

Davis, W.D and Gardner, W. L. (2004), "Perceptions of Politics and 

Organizational Cynicism: An Attributional and Leader-Member Exchange 

Perspective", The Leadership Quarterly, 15, 439-465. 

Dean, J.W., Brandes, P., and Dharwadkar, R., (1998), “Organizational 

Cynicism”, The Academy of Management Review, 23 (2), 341-352. 

Demirci, U. ve Tekiner, M. A. (2019). “Örgütsel Sinizm ile İşten 

Ayrılma Niyeti İlişkisi: Kamu ve Özel Sektör Farkı”. İşletme Araştırmaları 

Dergisi, 11(3), 2306-2321. 

Dinçer ve Fidan (2011). İşletme yönetimine Giriş. 10. Basım. Alfa. 

İstanbul. 

Erbil, S. (2013), “Otel İşletmelerinde Çalışanların Örgütsel Sinizm 

Algılarının İşten Ayrılma Niyetine Etkisi”. Adnan Menderes Üniversitesi, 

Yayımlanmamış Yüksek Lisans Tezi, Aydın. 



 

 
The Effects of Organizational Cynicism on Turnover Intention and An Application 

 

JEBM 

Ekonomi, İşletme ve Yönetim Dergisi 

Journal of Economy Business and Management 

ISSN: 2602-4195 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

179 

Fornell, C., and Larcker D. F. (1981). “Evaluating Structural Equation 

Models with Unobservable Variables and Measurement Error”. Journal of 

Marketing Research, 18 (1), s. 39-50. 

Güngör, D. (2019). İnsan Kaynakları Departmanı Çalışanlarının Örgütsel 

Sinizm Algılarının İşten Ayrılma Niyeti Üzerine Etkisi, Yayınlanmamış Yüksek 

Lisans Tezi, Sakarya Üniversitesi, Sakarya. 

Güzel, B. ve Ayazlar, G. (2014). “Örgütsel Adaletin Örgütsel Sinizm 

ve İsten Ayrılma Niyetine Etkisi: Otel İşletmeleri Araştırması”, KMÜ Sosyal ve 

Ekonomik Araştırmalar Dergisi, 16 (26): 133-142 

Hair, J., Black, W., Babin, B., Anderson, R., and Tatham, R. (2006). 

Multivariate Data Analysis (6th ed.). Upper Saddle River, NJ: Pearson 

Prentice Hall. 

Hair Jr. J. F., Hult, G. T. M., Ringle, C. M., and Sarstedt, M. (2014). A 

Primer on Partial Least Square Structural Equations Modeling (PLS-SEM), Los 

Angeles: Sage. 

Henseler, J, Ringle C. M. and Sarstedt, M. (2015). “A New Criterion 

for Assessing Discirimant Validity in Variance-Based Structural Equation 

Modeling”. Journal of the Academy of Marketing Science, 43, 115-135. 

Kalağan, G. (2009) Araştırma Görevlilerinin Örgütsel Destek Algıları İle 

Örgütsel Sinizm Tutumları Arasındaki İlişki, Yayımlanmamış Yüksek Lisans 

Tezi, Akdeniz Üniversitesi. Antalya. 

Kalağan, G. ve Güzeller, C. O. (2010). “Öğretmenlerin Örgütsel 

Sinizm Düzeylerinin İncelenmesi”. Pamukkale Üniversitesi Eğitim Fakültesi 

Dergisi, 27 (27) , 83-97 .  

Karacaoğlu, K. ve İnce, F. (2012)  “Brandes, Dharwadkar ve Dean'in 

(1999) Örgütsel Sinizm Ölçeği Türkçe Formunun Geçerlilik ve Güvenilirlik 

Çalışması: Kayseri Organize Sanayi Bölgesi Örneği”, Business and Economics 

Research Journal, 3(3), 77-92 



 

 

Güner ÇÖL 

 

JEBM 

Ekonomi, İşletme ve Yönetim Dergisi 

Journal of Economy Business and Management 

ISSN: 2602-4195 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

180 

Kazançoğlu, İ ve Ercan, A. (2019). “Örgütsel Sinizm: Satış Personeli 

Üzerine Nitel Bir Araştırma”, Yönetim ve Ekonomi Araştırmaları Dergisi, 17(1), 

2019, 261-280  

Kunduracı, D. (2019). Örgütsel Sinizmin İşten Ayrılma Niyetine Etkisi ve 

Cam İmalat Şirketinde Uygulanması. Yayınlanmamış Yüksek Lisans Tezi. 

Bahçeşehir Üniversitesi, İstanbul. 

Özcan, E., Vardarlıer, P., Karabay, M., Konakay, G. ve Çetin, C. (2012). 

“Liderliğin Örgütsel Vatandaşlık Davranışı ve İşten Ayrılma Niyeti 

Üzerindeki Etkisinde Güvenin Rolü”, Öneri Dergisi. c.10. s.37, ss. 1-13. 

 

Özgener, Ş., Öğüt, A., ve Kaplan, M. (2008).İşgören-İşveren 

İlişkilerinde Yeni Bir Paradigma: Örgütsel Sinizm, İçinde Özdevecioğlu, M. 

ve Karadal, H., (Ed.) Örgütsel Davranışta Seçme Konular: Organizasyonların 

Karanlık Yönleri ve Verimlilik Azaltıcı Davranışlar. Ankara: İlke Yayınevi, 53-

72. 

Peter, B. and Chima, O. B. (2018) “Organisational Cynicism and 

Employees’ Intention to Quit”, International Journal of Management Science, 

5(1): 6-9. 

Polat, M. ve Meydan, C. H. (2010). “Örgütsel Özdeşleşmenin Sinizm 

ve İşten Ayrılma Niyeti ile İlişkisi Üzerine Bir Araştırma”, Savunma Bilimleri 

Dergisi, 9 (1), 145-172. 

Soybalı, H. H. ve Pelit, O. (2021). “Örgütsel Sinizmin İşten Ayrılma 

Niyetine Etkisi: Afyonkarahisar’daki Beş Yıldızlı Otel İşletmelerinde Bir 

Uygulama”. Güncel Turizm Araştırmaları Dergisi, 5(2), 477-498. 

Sarstedt, M, Hair, J. F. and Ringle C. M. (2017). Partial Least Square 

Structural Equation Modeling, In C. Homburg, M. Klarman and A. Vomberg 

(Eds.). Handbook of Market Research, Heildelberg: Springer. 



 

 
The Effects of Organizational Cynicism on Turnover Intention and An Application 

 

JEBM 

Ekonomi, İşletme ve Yönetim Dergisi 

Journal of Economy Business and Management 

ISSN: 2602-4195 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

181 

Şencan, H. ve Fidan, Y. (2020), “Likert Verilerinin Kullanıldığı 

Keşfedici Faktör Analizlerinde Normallik Varsayımı ve Faktör Çıkarma 

Üzerindeki Etkisinin SPSS, FACTOR ve PRELIS Yazılımlarıyla Sınanması”, 

BMIJ, (2020), 8(1): 640-687 

Tan, SJ and Tan KL, (2007), “Antecedents and Consequences of 

Skepticism Toward Health Claims: An Empirical Investigation of 

Singaporean Consumers”, Journal of Marketing Communications, 13(1), 59-82. 

Yalçın, U. (2017). Araştırma Görevlilerinin Örgütsel Sinizm Algılarının 

İşten Ayrılma Niyetine Etkisi. Yayımlanmamış Yüksek Lisans Tezi, Atatürk 

Üniversitesi, Erzurum. 

Yıldız, E. (2019). “Marka Faydasının Marka Tutumu ve Satın Alma 

Niyeti Üzerindeki Etkileri”. Beykoz Akademi Dergisi, 2019; 7(1), 153-167  


