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The Relationship between Organizational
Commitment and Organizational Cynicism
Levels of Accounting Employees in Hotel
Enterprises: The Case of Kemer

Hatice Simsek

Abstract- The purpose of this research; to determine the
organizational commitment and organizational cynicism levels
of the accounting employees in hotel businesses. It is also
determined whether demographic factors make a differencelin
the level of organizational dependency and cynicism of
employees. For this purpose, a survey study was conducted
between 150 and August 2019 on 150 personnel working in
hotel businesses operating in Kemer district of Antalya
province. Data obtained by random sampling method were
analyzed in SPSS 20 package program. As a result of the
research, it has been determined that the demographic
characteristics of the employees are effective on
organizational commitment and organizational cynicism, and
also there is a relationship between the organizational
commitment levels and the organizational cynicism levels of
the accounting employees in the hotel enterprises.

Keywords:  organizational — cynicism,  organizational
commitment, accounting employees, hotel enterprises,
organizational behavior.

. INTRODUCTION

for organizations that want to gain competitive

advantage in national and international markets.
The workforce is considered as a strategic asset in
businesses to establish and implement strategies. In
recent years, the complexity of working life, differences
between  social and individual  expectations,
environmental conditions and problematic time
management issues have created anxiety and tension
for employees in enterprises. Investigating employee
attitudes has been an interesting field of research for
organizations and researchers. The reason for their
interest is that these interests have a profound effect on
corporate performance and employee behavior.

Due to the determinative roles that are above
customer satisfaction and service quality, hotel
employees should pay more attention to factors such as
job satisfaction and organizational commitment.
Employees with a high level of organizational
commitment also contribute to the business and thus to
production. However, they show their performance
better. However, employees with a high level of
organizational commitment establish good relationships
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Today, human resources have a very important role

with other employees working in the enterprise, thereby
achieving higher job satisfaction. Employees with
organizational cynicism, on the other hand, negatively
affect customer satisfaction and commitment and cause
serious performance losses to businesses, especially in
the service sector, where competition is increasing.

The purpose of the research; to determine the
organizational commitment and organizational cynicism
levels of accounting employees working in hotel
businesses. It is also determined whether demographic
factors make a difference in the level of organizational
dependency and cynicism of employees. The research
reveals the importance of the study both in terms of
determining the  organizational  cynicism  and
organizational commitment levels of hotel employees
and their contribution to the literature.

[1. CONCEPTUAL FRAMEWORK

a) Organizational Cynicism

The word cynic was often used by the ancient
Greeks to describe skepticism, disbelief, pessimism,
disappointment and disdain (Mousa, 2018: 283).
Cynicism is a general attitude that includes “contempt
for one object or more than one object, disappointment
and insecurity” (Andersson, 1996: 1397). It is an attitude
of disappointment and suspicion with cynicism,
destructive thoughts and negative emotions. This
attitude can appear in all areas of life (Kart, 2015: 73).

Andersson et al. (1997) defined people who
believe that people think only of their own interests and
that their interests are more important than anything and
consider everyone as "cynical" (Andersson et al., 1997:
449-469). Organizational cynicism, on the other hand,
defines the negative attitudes of employees towards
their colleagues, professions and organizations.
Undoubtedly, cynical employees believe that the
organizations they work for do not have equality,
sincerity, honesty, honesty and transparency.
Accordingly, cynic workers have feelings of insecurity,
hopelessness, insecurity and discomfort (Mousa, 2018:
281). According to another definition, organizational
cynicism is a complex attitude involving feelings of
insecurity, unfair beliefs, and cognitive, affective and
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behavioral situations towards organizations (Bommer et
al., 2005: 737). However, organizational cynicism is
evaluated as the negative feelings of people for the
organization they work for, their negative attitudes
towards the practices and management style of the
organization (Uygungil and Iscan, 2018: 437).

Dean et al., Who made important contributions
to the development of the concept of organizational
cynicism. (1998: 345) defined this concept as their
negative attitudes towards the institution they work for.
From a broader point of view, cynicism is the belief that
the business in question is a news of honesty, its
negative attitudes, including negative feelings towards
the organization or its tendency towards critical behavior
towards the organization (Dean et al., 1998: 345).
Whether it is general cynicism due to personality traits or
organizational cynicism experienced by the person from
organizational policies, it is seen that “bad mind” forms
the basis of the types of cynicism in the modern sense
(Yastioglu et al. 2017: 221). Organizational cynicism is a
negative attitude that employees develop against the
organization they work for. It is expressed as the
insecurity of employees against the decisions of the
organization, not believing in organizational policies and
not showing their principal personalities (Helvaci &
Cetin, 2012: 1478).

The output of organizational cynicism is
destructive. In addition, when there is a manager with a
high perception of organizational cynicism; it can result
in much more negative results. Because this attitude
affects employees negatively over time. Thus,
employees can bring the feeling of leaving the
organization in a short time. However, organizational
cynicism, insecurity in the workplace, increased
turnover, burnout, lack of self-confidence, alienation
from work without feeling attached, low levels of
performance, non-compliance, decrease in efforts for
organizational development, increase in layoffs, lack of
initiative among employees, absenteeism at work
increased in the form of communication problems at
work, lack of attention and resistance to change
(Kogoglu and Terzi, 2020: 131). The service sector, in
which competition is increasing, is highly affected by
cynical employees. As the output of this behavior;
customer satisfaction is adversely affected and
businesses can suffer greatly (Altindz et al. 2011: 287).

Organizational cynicism can harm both the
employees and the organizations they work with, as well
as their benefits. Individuals with cynical attitudes do not
tend to behave immorally. For this reason, they do not
accept the immoral behavior of the managers in their
decisions and they avoid avoiding these decisions. It is
a known behavior that cynical employees show negative
attitudes. However, the important issue here; it is
necessary to take this behavior under control and
criticize the organization without wearing it down and
thus open the door to the continuous renewal and
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development of the organization (Cakar and Cigek,
2019: 381).

b) Organizational Commitment

Commitment refers to the psychological
relationship  between the employee and the
organization. Organizational commitment refers to the
effective commitment of employees to the goals and
values of their organization. Employees who feel
connected to the organization believe in the goals and
values of the organization and willingly follow the orders
and expectations of the organization (Balay, 2000: 3).
The word "commitment" refers to commitment, business
concems, involvement, a defensive instinct and a
wilingness to work towards the interests of the
organization. Commitment encourages employees to
participate in organizational activities voluntarily and to
stay in the organization for a long time (Guzeller &
Geliker, 2019: 104). According to another definition,
“Organizational commitment” is a combination of
normative pressures that force employees to mobilize
employees in a certain way against the goals and
interests of the organization (Asan and Ozyer, 2008:
131).

The concept of organizational commitment that
has attracted attention since the 1970s; it is accepted as
a positive organizational behavior and accepted as the
key to success in organizations. It is a known fact that
organizational commitment has a positive effect on
employees' job satisfaction, efficiency, commitment and
motivation (Ersoy and Bayraktaroglu 2010. 2).
Organizational commitment is the employees' intense
effort  towards  organizational  goals, feeling
psychologically loyal to their job and feeling identified
with the organization (Uygungil and iscan, 2018: 437). In
addition, organizational commitment can be interpreted
as a set of obligations that employees are exposed to as
a result of the incentives accepted by employers. If
employers fail to fulfill their obligations, violations occur
between the employer and the employee, which
reduces allegiance. Therefore, the commitment is
intertwined when the organization maintains a consistent
and well-intentioned relationship (Robinson et al., 1994:
149). It is thought that the employees who have a strong
commitment to the places they work in will leave the
company at the lowest level. Therefore, organizational
commitment is a psychological mood that shapes the
relations of employees with their organizations and
enables them to have the idea of continuing to work at
workplaces (Wieselsberger, 2004: 17).

Organizational commitment is one of the most
important and sensitive attitudes that employees
develop towards their organizations. While the positive
effects of organizational commitment stand out with
employee engagement and participation in the
organization, their negative effects result in employee
turnover rate (Gatling et al., 2016: 185). When an



organization provides individuals with opportunities and
tools to present their talents and meet their needs, they
respond to organizational commitment (Cohen, 1992:

541).
Organizational commitment by Allen and Meyer

(1990); continuity commitment, emotional and normative
commitment are handled in three ways. Emotional
commitment includes emotional commitment of
employees to the institution they work for, identification
with  the organization and participation in the
organization. Employees with high levels of emotional
attachment see the values and goals of their institutions
as their goals and values and have a strong sense of
belonging. Attendance is a situation in which employees
continue to work at the institution considering that the
results of leaving the institution they work with will be
severe. Normative commitment is when the employee
believes that they have obligations and responsibilities
towards the institution they work for, and that they feel
obligated to continue working in the institution. Allen and
Meyer (1996) the effect of organizational commitment on
the organizational effectiveness and performance of
employees has brought a new dimension to researchers
in the same field (Meyer and Allen, 1991). Examples of
these dimensions can be expressed as follows (Joolideh
& Yeshodhara, 2009):

e Emotional commitment - “I would be delighted to
continue the rest of my career working in this
organization.”

e Commitment to continuity - “Even if | want to, it is
very difficult for me to leave my current institution.”

e Normative commitment - “This organization
deserves my commitment.”
Al-Meer (1989) divided  organizational

commitment into three main elements: identification with
the goals and values of the organization; Participation in
the organization and commitment to the organization.
Mowday et al. (1982 akt Islam et al. 2013) divided into
three components: strong belief in the values and goals
of the organization; the desire to strive for the
organization and the willingness to be with the
organization. Randeree and Chaudhry (2012) think that
the basic element of organizational commitment is
related to the desire of employees to remain in their
organizations. They are believed to develop stronger
organizational commitment when employees experience
more job satisfaction.

They are Delieved
organizational commitment.

The most important feature of organizational
commitment for businesses is that it allows them to
utilize the labor force needed to maintain continuity in
the organization at the highest level. However, which
causes disruption in organizational operability; Are the
business who intend to leave, absences and the
importance of the commitment of the employees that

to develop a strong

work has proved to be a negative association between
organizational commitment with further increases
performance impairment (Ozler, 2015: 3-4).

[11. LITERATURE

The concepts of organizational cynicism and
organizational commitment is an  attitudinal
phenomenon in organizations. With organizational
cynicism, the opportunities of those who work with their
skills are limited, their organizational commitment
decreases and their trust in the organization decreases.
Inconsistency between the employee and the
organization lies behind the organizational cynicism.
Thus, the employee is skeptical about the integrity of the
organization. When the studies on organizational
commitment are analyzed, it is seen that employees with
a high level of organizational commitment tend to
increase their performances, increase their attendance
and tend towards the goals of the organization
(Kalagan, 2009: 83). Organizational cynicism reduces
organizational commitment of employees. Sinic
employees do not trust their organizations by reducing
their commitment to their work or organization, which
may have a negative impact on their behavior on the
organization. Employees with organizational cynicism
feel  indifferent,  discontented, insecure,  often
disappointed, which has a negative impact on
interpersonal relationships. This results in lower
professional productivity and increased bumnout levels
(Stradovnik And Stare, 2018: 1040).

Abraham (2000), in his study, cynicism; He
stated that it increases job satisfaction and job
commitment, and therefore, cynical people in the
society experience disappointment in jobs. It has been
determined that personality cynicism and cynicism
among the  cynicism  dimensions  decrease
organizational commitment and there is a strong
relationship between cynicism and organizational
commitment.

It has been determined that Findik ve Eryyesil
(2012)'s seniority, education level and age of employees
increase cynicism level and their commitment
decreases.

Terzi and Sazkaya (2020) have worked on
doctors in Istanbul to determine whether organizational
cynicism has an impact on organizational commitment.
According to the results of the research; It has been
determined that the perceptions of organizational
cynicism of doctors have a negative effect on
organizational commitment.

Ekici et al. (2017) 'As a result of the work done

by managers in sports organizations for the
determination of organizational commitment and
organizational  cynicism levels;  differences in

organizational commitment; It was determined that it
came from the variables of gender, education level,

© 2020 Global Journals

Global Journal of Management and Business Research (A ) Volume XX Issue IX Version I E Year 2020



Global Journal of Management and Business Research (A ) Volume
g2

working year, marital status, position and region.
However, it has been determined that organizational
commitment and organizational cynicism are negatively
related.

Alkan (2018) investigated the effects of
organizational commitment on cynicism and alienation.
As a result of the research, it was determined that
problems regarding organizational structure, negative
attitudes about merit in appointments and upgrades,
and unfairness, high workload in institutions, problems
in time management, inadequacy of salary negatively
affect the organizational commitment of employees. It
has been determined that this leads to organizational
cynicism.

Okgu et al. (2015) conducted research to
determine the effect of employees' perceptions of
organizational  cynicism on their organizational
commitment. As a result of the research; It has been

determined that the employees have moderate
organizational cynicism. However, it has been
determined that perceptions about organizational

cynicism in employees have a significant relationship
over their organizational commitment.

Brandes et al. (1999) looked at the
interrelationships between organizational cynicism and
organizational  commitment and  organizational
citizenship. According to the findings of the study, it was
determined that organizational commitment and
organizational cynicism were negatively related.

In their study, Ylcel and Cetinkaya (2015)
evaluated whether there is a relationship between
organizational commitment and organizational cynicism.
According to the results, it was determined that there
was a significant relationship between organizational
cynicism and organizational commitment.

Carikgl et al. (2013) 's purpose is to determine
the level of organizational cynicism and organizational
commitment that employees feel towards their
organizations. According to the findings of the study, it
was found that the organizational cynicism and
organizational commitment levels of the employees
were strongly correlated.

Altinéz et al. (2011) in their research, it was
evaluated whether there is a relationship between
organizational commitment and organizational cynicism.
When the commitment of the hotel management to the
organization increased, it was found that the cynical
attitude was negatively affected.

CGakir and Kacir (2018) conducted research to
examine the changes in organizational commitment and
organizational cynicism levels among newly recruited
employees as a result of the orientation training
provided in the enterprises. As a result of the research,
multiple relationships were determined between the
variables.
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Isik and Altunoglu (2016) investigated the effect
of  organizational  cynicism on  organizational
commitment. As a result of the study, it was determined
that there was a negative relationship between
organizational cynicism and organizational commitment.

Gelikten and Canak (2014), in their study,
aiming to determine the organizational commitment and
organizational cynicism levels of managers; It was
determined that there is a negative relationship between
organizational commitment of managers and
organizational cynicism.

Uygungil and iscan (2018) have worked to
reveal whether there is a relationship between
organizational commitment and organizational cynicism.
According to the research findings, it has been
determined that there is a relationship between
organizational cynicism and organizational commitment.

Tarkoz et al. (2013), in their study, tried to reveal
the effect of organizational cynicism perception of
employees on their organizational commitment. As a
result of the study;, It has been determined that
perceptions of organizational cynicism negatively affect
organizational commitment.

Cakar and GCicek (2019) aimed to reveal the
effect of organizational cynicism on the organizational
commitment of classroom teachers. According to the
research findings; The differences between the average
of organizational cynicism and  organizational
commitment of primary school teachers were
determined.

V. METHOD

a) Purpose of the research

The primary purpose of the research; to
determine the level of organizational commitment and
organizational cynicism in accounting employees
working in hotel businesses. However, it is aimed to
determine whether demographic factors make a
difference in the level of organizational dependency and
cynicism of employees. The study is of great importance
both in terms of determining the organizational cynicism
and organizational commitment levels of hotel
employees and their contribution to the field.

In the research, answers to the following
questions are sought;

1. What are the organizational commitment levels of
accounting employees?

2. Do the organizational commitment and cynicism
levels of accounting workers change according to
age, gender, educational status, marital status,
working time variables?

3. Do the organizational commitment levels and
organizational cynicism levels of accounting workers
affect each other?



b) Research Hypotheses
For the purpose of the research, 6 hypotheses
were developed;

H171: There is a significant difference between the
organizational commitment and organizational cynicism
levels of accountants and gender.

H2: There is a significant difference between the
organizational commitment levels of the accounting staff
and the marital status of the organizational cynicism
employees.

H3: There is a significant difference between the
organizational commitment levels and organizational

cynicism levels of education workers and their
educational status.
H4: There is a significant difference between

organizational commitment levels and organizational
cynicism levels in accounting staff.

H5: There is a significant difference between
organizational commitment levels and organizational
cynicism levels of accounting employees.

H6: There is a significant difference between
organizational commitment levels of organizational staff
and organizational cynicism levels.

c) Sampling, Data Collection Tool and Data Collection
Process

The research sample consists of the accounting
department staff working in the hotels operating in
Kemer, Antalya. According to the information received
from Antalya Provincial Culture and Tourism Directorate,
there are 574 hotels in Kemer in 2019. For the purpose
of the study, a questionnaire study was conducted
between 140 - August 2019 on 140 accounting
personnel working in hotel enterprises located in Kemer
district of Antalya province. Data obtained by random
sampling method were analyzed in SPSS 20 package
program.

The data collection tool used in the research
consists of three parts:

First part: Personal Information of the Participants
(Personal Information Form)

Second part: Organizational Commitment Scale
Third part: Organizational Cynicism Scale

The “Organizational Commitment Scale” was
used to determine the organizational commitment levels
of the employees. The Scale Used was developed by
Lyman W. Porter, Richard M. Steers, Richard T.
Mowday. In order to determine the organizational
cynicism levels of the employees, the Turkish Scale
developed by Vance, Brooks and Tesluk (1997) and the
Organizational Cynicism Scale adapted through
Guzeller and Kalagan (2008) was used.

The scales were arranged and implemented in
a five-point Likert format. The rating of the questions in
the scale is as follows: 1: strongly disagree, 2: disagree,
3: partially agree, 4. agree, 5: strongly agree.

d) Data Analysis

In the analysis of the data; Descriptive statistics
are given with frequency, standard deviation,
percentage, mean, values. Independent group t test to
determine whether the scores obtained from the
organizational commitment and organizational cynicism
scale that make up the sample differ according to
gender and marital status variables; One-way analysis of
variance (ANOVA) was used to determine whether they
differ according to the duration of service, educational
status and age variables. As a result of ANOVA, TUKEY
test was used to determine the sources of differences,
and lastly, Pearson Moments Product Correlation
Analysis was used to determine whether there was a
significant relationship between the organizational
commitment and organizational cynicism scores of the
employees. SPSS 20.0 statistical software was used for
data analysis. Analysis results were handled in the 95%
confidence interval, and p <0.05 values were
considered statistically significant.

V.  FINDINGS

a) Evaluation of Demographic Features

Information on the demographic characteristics
of the employees participating in the research is given in
Table 1.

Table 1: Demographic Characteristics of Employees

Variables N %

Woman 50 35.7

Gender Male 90 64.2
Total 140 100

The married 80 57.2

Marital status Single 60 42.8
Total 140 100

20-30 40 28.5
31-40 70 50

Age 41-50 27 19.2
51+ 3 2.1

Total 140 100

1-5 100 71.4

Study Duration 6-10 30 21.4
11-15 10 71
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Total 140 100
Primary education 3 2.1
Secondary 7 5
. Associate degree 60 42.8
Education Status License 67 478
Master 3 2.1
Total 112 100

Table 1 surveyed their employees accounting

located.
"'women"

demographic information is
accounting employees are
are "'men" . Accounting employees %

57.2

35.7%

and 64.2%
"married"
the

% 42.8 is the "single". In the age distribution,

b) Analysis

highest concentration in accounting workers was in
the “31-40 Age” group with 50% . At least, it was in
the group of 51 years old and above with 2.1% . In the
distribution of working time, the highest concentration
in accounting workers was in the “1-5 years” group with
71.4%. At least, it was in the “11_15 years” group with

H1:

T Test Results

7.1%. In the distribution of educational
of  highest concentration in accounting employees was in
the “Undergraduate” group with 47.8%. At least, it was
in the “graduate” group with 1%.

levels of accountants and gender.

status,

There is a significant difference between the
organizational commitment and organizational cynicism

Table 2: Comparison of Organizational Commitment Levels and Organizational Cynicism Levels by Gender

T test results made inthe accounting
employees according to gender  "Organizational
Commitment" statistical average in general termsa
significant difference ness was detected (p <0.05).
Thus, organizational commitment levels of male
accounting workers are higher than women.

Accounting staff according to gender

organizational cynicism statistical mean in general as

Group N Cover Ss T PA
o ) Woman 50 3.1510 , 75419
Organizational Commitment 2,324 007
Male 90 3.3159 , 70 725
o o Woman 50 2.9184 , 72792
Organizational Cynicism 204 990
Male 90 3.3182 , 69 655
*p <0.05

a significant difference coherence was detected (p>
0.05).

H2: organizational cynicism levels of organizational
commitment levels of accounting staff's marital
status and there are significant differences between.

Table 3: Comparison of Organizational Commitment Levels and Organizational Cynicism Levels by Marital Status

Group N Cover Ss T PA
The
izati ) 80 3.8924 , 81387
Single 60 3.6501 , 81878
o The
Single 60 3.8228 , 68165
*p <005
T test results carried out in accordance with the  statistical average in terms ofa  significant

accounting staff marital  status  "Organizational
Commitment" in the general statistical average in terms
of  significant  differences  were detected (p
<0.05). Thus ; organizational commitment levels of
accounting staff, who married single varieties was
determined to be higher than those Study design .
According to the marital status of the
accounting staff "Organizational Cynicism" in the general

© 2020 Global Journals

difference ness it was not significant (p> 0.05).

ii. ANOVA Test Results
H3: There is a significant difference between the
organizational commitment levels and organizational
cynicism levels of accountants and the educational
status of the employees.



Table 4: Comparison of Organizational Commitment Levels and Organizational Cynicism Levels According to

Educational Status

Variance Source f STotaI f\éerage F PA Significant Difference
Organizational Of squares | of squares
Commitment Groups from 4.886 2,443 Preliminary License > High License
group Learning 66.790 , 498 4,902 | 009 | Medium Education > High License
Total 71.676
Organizational Groups from 199 1,899 1006 High Degree > Medium Education
Darwinism S group Learning 72.477 541 4182 "
Total 72.676
*p <0.05
Made Anova test results inthe accounting general as has been determined a significant difference

staff to their educational status by
Commitment" statistical average in general termsa
significant difference ness identified were (p
<0.05).As a result of the Tukey test for the
determination ofthe  differences in the general
averages of “Organizational Commitment”, it was
determined that the significant difference resulted

"Organizational

from the undergraduate-graduate and
secondary education-graduate averages.
Accounting employees of their educational

status by "Organizational Cynicism" statistical average in

(0 <0.05). As a result of the Tukey test carried out in
order to determine the difference in the general
averages of “Organizational Snism ”, it was determined
that the significant difference resulted from the post-
secondary education averages.

H4: The levels of accounting staff organizational
commitment and  organizational  cynicism levels of
age and there are significant differences between.

Table 5: Comparison of Organizational Commitment Levels and Organizational Cynicism Levels by Age

Variance Source | Total of Squares | Average of Squares | F | PA | Significant Difference
o Groups from , 983 246
%g;”rﬁ?;'gr‘]?l group Learning 70.693 536 120 | , 603
Total 71.676
Organizational Groups “OT” , 593 148
Cynicism group Learning 72.083 , 546 271 | 896
Total 72.676 136

Made Anova with respect to variable accounting
years working in test results "Organizational
Commitment" in the general statistical average in terms
of a significant difference ness was not significant (p>
0.05). Made Anova on test results according to age
variable  accounting  employees  "Organizational

*p  <0.05

Commitment" headlights in a statistically significant
overall average k ness was not significant (p> 0.05).

H5:  Accounting employees ofthe organizational
commitment levels and organizational cynicism levels

of the working time with a in the rain there is a significant
difference.

Table 6: Comparison of Organizational Commitment Levels and Organizational Cynicism Levels by Working Time

Made Anova test results in accordance with
accounting employees working time "Organizational
Commitment" in the general statistical average in terms
of a significant difference ness that was detected (p

Variance Source | Total of Squares | Average of Squares | F PA | Significant Difference
Commitment group Learning 66.255 , 502 2,700 | ,033
Total 71.676
o Groups from 755 189 1-56> 11-15
O'gan.lzatlonal group Learning 71.920 , 545 3,347 |, 011 *
ynicism Total 72.676
*P <0.05

Commitment" general averages ; it was determined that
the significant difference resulted from 11-15 to 1-5 year
working hours.

A statistically significant difference was found in

<0.05).As a
determine

result
the difference in

the

of the Tukey test conducted to
"Organizational

the general averages of “Organizational Cynicism”
according to the working time of the accounting
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employees (p<0.05). As a result of the Tukey test
carried out in order to detect the difference in
the general averages of “Organizational Snism ” ; it was
determined that the significant difference resulted from
working hours of 11-15 to 1-5 years.

iii. Correlation Analysis
Correlation shows the linear relationship
between two or more variables. The relationship
between the variables is calculated by

the correlation coefficient.

Table 7: Correlation Analysis on Organizational Cynicism and Organizational Commitment

Organizational commitment | Organizational Cynicism
Pearson correlation 1 -, 213 **
Organizational Commitment Sig . (2-tailed) ,004
N 140 140
Pearson correlation -, 213 ** 1
Organizational Cynicism Sig . (2-tailed) , 004
N 140 140

As a result of the correlation test conducted to
determine the relationship between the Organizational
Commitment and Organizational Cynicism levels of the
employees; It was determined that there is a statistically
significant, negative (inverse) and -, 213-strength
relationship between organizational cynicism and
organizational commitment levels in accounting
workers. Thus, while organizational cynicism of
accounting employees increases, their organizational
commitment to decreases.

VI.  CONCLUSION

a) Conclusion - Discussion

There are many determinants of organizational
cynicism and organizational commitment. Some of
these are individual and some are organizational.
Organizational commitment refers to an employee's
belief in the goals and values of the organization, the
desire to remain a member of the organization, and
commitment to the organization. In general,
organizational commitment affects good relationships
in businesses and accompanying performance. On the
other hand, the concept of organizational cynicism
refers to the fact that employees feel worthless in
organizations, job dissatisfaction and dissatisfaction.

In this study, the level of organizational
commitment and organizational cynicism of accountants
working in various organizations other than professional
accountants and the effect of demographic factors on
these variables were evaluated. In addition, the
relationship between organizational commitment and
organizational cynicism was evaluated.

When the results of the research are evaluated
collectively; A significant difference was found in
the levels of “Organizational Commitment” according to
the c-variable.  Accordingly, the organizational
commitment levels of male accounting workers are
higher than women. There was no significant difference
in Organizational Cynicism levels of accountants by
gender. In other words, the difference between the
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** Correlation is significant at the 0.017 level (2-tailed).

organizational cynicism levels of male accountants and
female accountants is insignificant. According to the
marital status of accountants, a significant difference
was found in the levels of “Organizational
Commitment”. According to the findings obtained;
Organizational commitment levels of married accounting
workers are higher than single workers. According to the
marital status of the accounting employees, there was
no significant difference in the levels of “Organizational
Cynicism” . In other words, the difference between the
organizational cynicism levels of married and single
accountants is insignificant.

Significant differences were found in the levels
of “Organizational Commitment” according to the
education level of accounting employees . As a result
of the Tukey test conducted in order to determine the
reason of the said difference, itwas determined that
the significant differences in the associate's education
level had higher organizational commitment compared
to the employees at the master's education
level. However, it was found that those at secondary
education level had higher organizational commitment
levels compared to those at the master's level. The
comment that comes out here is this; As the education
level increases, organizational commitment levels
decrease. Significant  differences were found in
the levels of “Organizational Cynicism” according to the
educational status of the accounting employees. Said
significant differences in levels which is detected in the
arsin orderto do theTukeytest result;it was
determined that those at secondary education level had
higher levels of organizational cynicism than those at
graduate level. Thus, as the education level increases,
organizational cynicism levels decrease. According to
the age variable of the accounting employees, no
significant differences were found in the "Organizational
Commitment" general levels and the "Organizational
Commitment" levels. Thus, in the study, it can be said
that age factor does not differ on organizational
commitment and cynicism levels of accounting



employees. A significant difference was found in
the levels of “Organizational Commitment” according to
the working hours of the accounting employees.
According to this; Accounting employees who have
worked in this profession for 11-15 years have higher
organizational commitment levels than those who have
worked for 1-5 years. In other words, people who have
been working in this profession for a long time have a
higher commitment to the organization than those who
have just started. A significant difference was found in
the levels of “Organizational Cynicism” according to the
working hours of the accounting employees.
Accordingly, it has been determined that those working
in this profession for 11-15 years have a higher level of
cynical attitude than those working for 1-5 years. In other
words, there is a linear relationship between long-term
work and organizational cynicism.

It has been determined that there is a
significant and inverse direction-213 strength between
the Organizational Commitment and Organizational
Cynicism levels of the employees. Thus, while
organizational cynicism of accounting employees
increases, their commitment to  organizations
decreases.

In his study by Cohen and Lowenberg
(1990) , he concluded that there isa weak provincial
job between gender and organizational commitment.
Mathieu and Zajac's (1990) research and in
the generally consistent relationship between sex and
organizational affiliation was not found. Goulet and
Singh (2002) concluded that organizational commitment
is not age-related, but gender-related instead. As a
result of the studies of Afat and Aslan (2019), it was
determined that the organizational cynicism levels of the
employees did notdiffer by gender . Yastioglu et
al. (2017), by sex, a significant difference in average
sinizm organizational coherence have determined that
there is. Sahin et al. (2019) found that male employees
have higher organizational cynicism attitudes than
female employees.

In the study of Joolideh and Yeshodhara (2009),
it was found that age factor did not make any difference
on organizational commitment. Hawkins (1998) found a
nonsignificant relationship between age and emotional
commitment. Colbert and Kwon (2000) found that there
was no significant relationship between age and
organizational commitment level. Meyer and Allen
(1984) argue that employees with higher ages have
higher commitment because they have better positions
and are more satisfied with their jobs. Choi and Moran
Barak (2008) age| trusted employees to young
employees compared found that having a higher level of
commitment. Afat and Aslan (2019) and Kalagan and
Guzeller (2010) found that the organizational cynicism
levels of the employees did not differ according to the

‘age” variable. Sahin et al (2019) found that

organizational
age.

cynicism attitudes do not differ by

Mathieu and Zajac, ( 1990 ) and Mowday et.al.,
(1982); organizational commitment with the level
of e Implemented for levels between negate if a
correlation flour that they identify. The Chughtai and
Zafir (2006) y igh-trained employees often have more
opportunities to change jobs due to their believes they
show less commitment to the organization. Mowday et
al. (1982) ; Employees with higher education levels
have found that they have low emotional commitment
because they are more likely to have higher
expectations than the organization can satisfy. Sahin et
al. (2019) found that thereis no significant relationship
between educational status and organizational
cynicism.

Angleand Perry (1983), married workers,
suggests that they are more stable compared to
unmarried employees. According to them, you get loads
and family responsibilities, requirements to remain in the
organization of married employeesis increasing in.
Joiner and Bakaliler (2006) ; They found that married
employees are less dependent than their unmarried
counterparts. Chughtai and Zafar (2006) found that
marital status is not related to organizational
commitment. Afat and Aslan, (2019) have concluded
that organizational cynicism does not differ according to
the marital status. Kalagan and Guzeller  (2010)
encountered similar results. Sahin et al . (2019), marital
status organizational cynicism withina significant
relationship between nhave found that. In the study
conducted by Delken (2004), it is seen that single
workers exhibit higher levels of cynical attitudes
compared to married ones,while in the study
of Kanter and Mirvis (1989), individuals separated from
their spouses exhibit higher levels of cynical attitudes
compared to married and single individuals.

Igbal et al. (2011) and Mathieu and Zajac
(1990), the service or term of office is positively
associated with organizational commitment. In the
study of Yastioglu et al. (2017); They found that working
time differed significantly at the level of organizational
cynicism. Akbolatet al. (2014), the cynicism of
the gender of employees, working hours, marital status
and educational status in terms of differences
olusturmadi§ think the heat.

b) Research Constraints and Recommendations for
Future Studies

Research constraints are generally; time and

the number of samples. In the future researches, the

number of samples can be expanded and work can be

done on the accounting staff in the hotel operations in

Antalya. However, hotels in more cities can be included

in theresearchand mutual differences can be
revealed. Another suggestion for future research;
Differences between people working in different
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departments can be identified. In addition, professional
accountants can be evaluated to determine whether the
same research question leads to similar results.

These outputs for businesses can be evaluated
as follows;

Measures can be takentoincrease the level
of informal communication among organizational staff
in order to reduce your anxiety. The importance
of informal communication can be understood in small
meetings or seminars that will serve this purpose.
Cynicism causative factors are found rope to eliminate
their good solution can be developed. In addition,
accounting employees can be motivated with
promotions and awards so that employees can live
to ensure job satisfaction and increase commitment to
the organization. If the level of cynicism of those working
in organizations is high; first of all, it is necessary to
regain reliability. After troubleshooting this direction,
developing a sense of belonging in terms of
employees active participation controls which of the
given and either be given a role in decision-making.

REFERENCES REFERENCES REFERENCIAS

1. Abraham, R. (2000).“ Organizational Cynicism:
Bases and Consequences”. Genetic, Social and
General Psychology Monographs, 126 (3): 269-292.

2. Afat, N, Arslan, N. (2019). Investigation of the
Relationship Between Teachers' Informal
Communication  Levels and  Organizational
Cynicism. 1z0 Education Journal, 1 (2), 218-249.
Retrieved from Https://Dergipark.Org.Tr/Tr
/Pub/izujed/issue/52033/640532

3. Akbolat, M, Isik, O & Kahraman, G. (2014). Health
Professionals' Tendency to Show Sinic Behaviors.
Kastamonu University Journal of Faculty of
Economics and Administrative Sciences , 4 (2), 84-
95. Retrieved from https://dergipark.org.tr/tr/pub/
iibfdkastamo his / 29241/313303.

4. Alkan, H. (2018). Organizational Commitment,
Cynicism, Alienation and Forestry Organizations.
Turkish Journal of Forestry, 19 (3), 265-274. DOI:
10.18182 / Tjf.447275.

5. Allen, JP & NJ Meyer, (1990), The Measurement and
Antecedents of Affective, Continuance and
Normative Commitment to the Organization, Journal
of Occupational and Organizational Psychology, 63
(1), 1-18.

6. Allen, NJ & Meyer, JP (1996),“ Affective,
Continuance, and Normative Commitment to the
Organization: An Examination of Construct Validity ”,
Journal of Vocational Behavior, 49 (3), 252-276.

7. Al- Meer, AA (1989), “ Organizational Commitment:
a Comparison of Westerners, Asians And Saudis”,
International ~ Studies of Management and
Organizations, 19 (2), 74-84.

© 2020 Global Journals

10.

11.

12.

13.

14.

15.

16.

17.

18.

19.

Altindz, M, Cop, S & Sdltdi, T. (2011). Perceived
Organizational Commitment and Organizational
Cynicism Relations: A Study on Four and Five Star
Hospitality Businesses in Ankara . Journal of Social
Economic Research, 11 (21), 285-316. Retrieved
From Https://Dergipark-.Org.Tr/Tr/Pub/Susead
/Issue/28414/302386 .

Andersson, LM & Thomas SB (1997), " Cynicism in
the Workplace: Some Causes and Effects ", Journal
of Organizational Behavior , 18, 449-469.
Andersson, LM (1996), “ Employee Cynicism: An
Examination Using A Contract Violation Framework”,
Human Relations, 49 (11), 1395-1418, Doi: 10.1177
/001872679 - 604901102.

Angle, H. & Perry, J. (1983)," Organizational
Commitment:  Individual and  Organizational
Influences”, Work and Occupations, 10(2),123-149.
Asan O. & Ozyar Kubilay (2008), "Emotional
Commitment and Job Satisfaction and Job
Satisfaction of old Size Relationship Between an
Empirical Study for Analyzing", Sde the Journal of
the Faculty of Economics and Administrative
Sciences, 13 (3), 129-131.

Skip Lights, D Altunoglu, A. (2016). A Research on
the Effects of Internal Marketing on Organizational
Cynicism and Organizational Commitment. Dokuz
Eyldl University Journal of Social Sciences Institute,
18 (2), 273-290. DOI: 10.16953 / Deusbed.88777
Balay, R. (2000), Organizational Commitment in
Administrators and Teachers, Ankara: Nobel Yayin
Dagitim

Bommer, W. Rich, G. & Rubin, SA, (2005)."
Changing Attitudes About Change: Longitudinal
Effects of Transformational Leader Behavior on
Employee Cynicism About Organizational Change",
The Journal of Organizational Behavior , 26 (7),
733-753.

Brandes, P, Dharwadkar, R. & Dean, JW (1999),
Does Organizational Cynicism Matter ? Employee
and Supervisor Perspectives on Work Outcomes.
Eastern Academy of Management Proceedings,
150-153.

Cho, S. & Mor Barak, ME (2008), “ Understanding of
Diversity and Inclusion in a  Perceived
Homogeneous Culture: A Study of Organizational
Commitment and Job Performance Among Korean
Employees”, Administration in Social Work, 32 (4),
100- 126. Doi : 10.1080 / 03643100-802293865.
Cohen, A. (1992), “ Antecedents Of Organizational
Commitment Across Occupational Groups: A Meta -
Analysis”, Journal of Organizational Behavior, 13
(6), 539-558.

Cohen, A., & Lowenberg, G. (1990). A re-
examination of the side-bet theory as applied to
organizational commitment: A meta- analysis.
Human Relations, 43 (10), 1015-1050.


https://dergipark.org.tr/Tr�
https://dergipark.org/�
https://dergipark-.org.tr/Tr/Pub/Susead�

20.

21.

22.

23.

24,

25.

26.

27.

28.

29.

30.

Colbert, AE & Kwon, IG (2000), “ Factors Related to
the Organizational Commitment of College and
University Auditors”, Journal of Management Issues,
11 (4), 484-502.

Cakir, E. & Kacir, U. (2018). The Effect of Orientation
Training in  Organizations on Organizational
Cynicism and Organizational Commitment: An
Application in Aydin Organized Industrial Zone.
Adnan Menderes University Journal of Social
Sciences Institute, 5 (1), 124-149. DOI: 10.30803- /
Adusobed. 389580.

MP supplier and, IR, Bektap, M. & Turak , B . (2013).
Organizational Staff, Organizational Cynicism and
Organizational Commitment: Mehmet Akif Ersoy
University, A Field Study for Office Employees.
Sutleyman Demirel University Journal of Social
Sciences Institute, 177-189. Retrieved From Https://-
Dergipark.Org.Tr/Tr/Pub/Sbe/issue/23225/248004
Celikten, M. & Canak, M. (2016). The Relationship
Between  Organizational ~ Commitment  and
Organizational Cynicisms of School Administrators.
Opus International Community Research Journal, 4
(6), 45-78. Retrieved From Https://Dergipark.Org.Tr
/Tr/Pub/Opus/issue/22695/242293

Cicek, H. & GCakar, H. (2019). The Effect of
Organizational Cynicism on the Organizational
Commitment of Classroom Teachers. Suleyman
Demirel University Visionary Journal, 10 (24), 379-
404. DOI: 10.21076- / Vizyoner. 526586

Dean, J. W., Brandes, P., & Dharwadkar, R. (1998).
Organizational Cynicism. Academy of Management
Review , 23 (2), 341-352.

Delken, M. (2004). Organizational Cynicism: A Study
Among Call Centers. ( Unpublished Master's Thesis
), University Of Maastricht.

Dogan, S. & S. Kiig (2007), The Place and
Importance of Staff Empowerment in Achieving
Organizational Commitment, Erciyes University
Journal of Faculty of Economics and Administrative
Sciences, (29), 37-61.

Planters, S, Hacicaferogl of B & Hardworking, K .
(2017). Investigation of Organizational Commitment
and Organizational Cynicism Levels of Managers
Working in Sports Organizations Affiliated to the
Ministry of Youth and Sports. Cbu Physical Journal
of Sport Sciences, 12 (2), 40-57. Retrieved from
Https://Dergipark.Org. Tr/Tr/Pub/Cbubesbd/issue/33
059/319792

Ersoy, S. & Bayraktaroglu, S. (2010), Organizational
Commitment. DE Ozler, (Ed.), Current Issues in
Organizational Behavior (1-19), Bursa: Effective
Publishing House.

Findk, M. & Ery Yesil, K. (2012). “A Research on
Determining the Effect of Organizational Cynicism
on Organizational Commitment”. International Iron &
Steel Symposium , 02-04 April, Karabuk.

31.

32.

33.

34.

35.

36.

37.

38.

39.

40.

41,

42.

Gatling, A., Kang, HJA & Kim, JS (2016), “The
Effects of Authentic Leadership and Organizational
Commitment on Turnover Intention”, Leadership &
Organization Development Journal , 37 (2), 181-199.
Goulet, LR & Singh, P. (2002),“ Career
Commitment: A Re- Examination and an Extension”,
Journal of Vocational Behavior, 61, 73-91.

Guzeller, C. & Celiker, N. (2019), " Examining The
Relationship Between Organizational Commitment
and Turnover Intention Via a Meta-Analysis",
International Journal of Culture, Tourism and
Hospitality Research , 14 (1), 102-120. https://doi.or
g/10.-1108/jcthr-05-2019-0094

Hawkins, WD (1998),“ Predictors of Affective
Organizational Commitment Among High School
Principals”, Phd Dissertation, Available At:
Http://Scholar Lib.Vt.Edu - / Thesis / Available / Edt -
32298-1310 / Unrestricted / dissertation.pdf

Helvaci, MA & Cetin A. , (2012). “Determining the

Organizational  Cynicism Levels of Teachers
Working in Primary Schools (Usak Province
Example)”, International Periodical for the
Languages , Literature and History of Turkish or

Turkic , 3, 1475-1497.

Hughtai , AA & Zafar , S. (2006), “ Antecedents And
Consequences of Organizational Commitment
Among Pakistani University Teachers ”, Applied Hrm
Research, 11 (1), 39-64.

Islam, T., Ur Rehman Khan, S. , Norulkamar Ungku
Bt. Ahmad, U. & Ahmed, |. (2013), " Organizational
Learning Culture And Leader - Member Exchange
Quality: The Way to Enhance Organizational
Commitment And Reduce Turnover Integration ', the
Learning Organization, 20 (4/5), 322-337. https://
doi.org/1 0.1108/tlo-12-2012-0079

Joiner, TA & Bakalis, S. (2006), “The Antecedents of
Organizational Commitment: The Case of Australian
Casual Academics”, International Journal of
Educational Management, 20 (6), 439-452. Doi:
10.1108 / 09513540610683694.

Joolideh, F. & Yeshodhara, K. (2009),
Organizational Commitment Among High School
Teachers of India and Iran", Journal of Educational
Administration, 47 (1), 127-136. Https: //doi.org-
/10.1108/09578230910928115

Kalagan , G. & Guzeller, CO (2010). Investigation of
Organizational Cynicism Levels of Teachers.
Pamukkale University Journal of Education, 27 (27),
83-97.

Kalaga n, G. (2009). “The Relationship Between
Research  Assistants' Organizational — Support
Perceptions and Organizational Cynic Attitudes”,
Unpublished Master's Thesis, Akdeniz University
Institute of Social Sciences, Antalya.

Kanter, DL & Mirvis PH (1989). The Cynical
Americans: Living and Working in an Age of

© 2020 Global Journals

Global Journal of Management and Business Research (A ) Volume XX Issue IX Version I E Year 2020


https://dergipark.org.tr/�
https://doi.or/�

Global Journal of Management and Business Research (A ) Volume
g2

43.

44,

45.

46.

47.

48.

49.

50.

51.

52.

53.

54.

65.

Discontent and Disillusion. San Francisco, Ca:
Jossey-Bass .

Card, ME (2015). Organizational
Contextual Performance and Ethical
Ankara: Nobel Publishing.

Kogoglu, M. & Tailoring C. (2020). Investigation of
the Effect of Organizational Cynicism on
Organizational Commitment: A Research on
Physicians. Manas Journal of Social Research, 9
(1), 129-143. DOI: 10.33206 / Mjss.487309

Mathieu , J. & Zajac, D. (1990), “A Review of Meta-
Analysis of the Antecedents, Correlates And
Consequences of Organizational Commitment”,
Psychological Bulletin, 108 (2), 171-194.

Meyer, JP & Allen, NJ (1991), “A Three-Component
Conceptualization of Organizational Commitment”,
Human Resource Management Review, 1, 61-89.
Meyer, JP & Allen , NJ (1984), “ Testing the Side-Bet
Theory of Organizational Commitment: Some
Methodological Considerations”, Journal of Applied
Psychology, 69 (2), 372-378.

Mousa, M. (2018), "The Effect of Cultural Diversity
Challenges on Organizational Cynicism
Dimensions: A Study from Egypt", Journal of Global
Responsibility, 9 (3), 280-300. https://doi.org/10.1
108/jgr-06-2017-0037

Mowday, RT, Porter, LM & Steers , RM (1982),
Employee Organization Linkages: The Psychology
of Commit ment, Absenteeism, and Turnover,
Academic Press , New York.

Okegu, V., Sahin, H. & Sahin, E. (2015). The Effect of
Physical  Education and Sports  Teachers'
Perceptions on Organizational Cynicism on their
Organizational Commitment. International Journal of
Sport Culture And Science, 3 (Special Issue 4), 298-
313. DOI: 10.14486 / ljscs391

Ozler, DE (2015), Current Issues in Organizational
Behavior, 3rd Edition, Ekin Publishing, Bursa.

Porter, LW, Steers , RM, Mowday, RT & Boulian, PV
(1974)." Organizational Commitment, Job
Satisfaction, and Turnover Among Psychiatric
Technicians”, Journal of Applied Psychology, 59 (5),
603-609.

Randeree , K. & Chaudhry , A. (2012), “ Leadership
-Style, Satisfaction and Commitment: An Exploration
in the United Arab Emirates' Construction Sector”,
Engineering,  Construction and  Architectural
Management, 19 (1), 61-85.

Robinson, S. L., Kraatz, MS, & Rousseau, DM
(1994). Changing obligations and the psychological
contract: A longitudinal study. Academy of
management Journal, 37 (1), 137-152.

Stradovnik, K. & Stare, J. (2018)," Correlation
Between Machiavellian Leadership and Emotional
Exhaustion of Employees: Case Study: Slovenian
Municipalities",  Leadership &  Organization

Cynicism
|deology.

© 2020 Global Journals

56.

57.

58.

59.

60.

61.

Development  Journal, 39 (8), 1037-1050.
https://doi.org/10.1108/lodj-06-2018-0232

Sahin, S, Celik, A. & Altinisik, U. (2019). Investigation
of Wrestling Arbitrators' Organizational Cynicism
Attitudes. Spormetre Journal of Physical Education
and Sports Sciences, 17 (4), 285-295. Retrieved
from Https://Dergipark.Org.Tr/Tr/Pub/Spormetr
e/lssue/50548/621711.

Tarkdz, T, Polat, M. & Cosar, S. (2013). The Role of
Employees' Organizational Trust and Cynic
Perceptions on  Organizational ~Commitment.
Management and Economy: Journal of Celal Bayar
University Faculty of Economics and Administrative
Sciences, 20 (2), 285-302. Retrieved from
Https://Dergipark-.Org.Tr/Tr/Pub/Yonveek/Issue/136
99/165829

Uygungil , S. & iscan , O. (2018). Investigation of

Relationships Between Positive  Psychological
Capital, Organizational Commitment and
Organizational  Cynicism.  Suleyman  Demirel

University Journal of Social Sciences Institute, (31),
435-4583. Retrieved ~ from  Hittps://Dergipark
Org.Tr/Tr/Pub/Sbe/Issue/385-51/365312
Wieselsberger, K. (2004), The Psychological
Contract is Dead, Long Live the Psychological
Contract: Issues of Talent Management and
Retention in the Context of the New Employment
Relationship, London School of Economics, August
Yastioglu, S, Barutcu, E. & Tas, M. (2017).
Organizational  cynicism  Effect of Different
Generation Separation of Demographic Variables-
the Effect of demographic variables Ten google
analytics cynicism on the Basis of Different
Generation. Mehmet Akif Ersoy University Journal of
Social Sciences Institute, 9 (21), 219-236. DOI:
10.20875 / Makusobed.310171

Yicel, i. & Cetinkaya, B. (2016). The Relationship
Between Organizational Cynicism and
Organizational Commitment, and the Effect of the
Age of Employees on This Relationship-
“Sometimes We Have to Stay Even if We Don't Like
[t!”. Ataturk University Journal of Social Sciences
Institute, 19 (3), 247-271. Retrieved from
Https://Dergipark.Org.Tr/Tr/Pub/Ataunisosbil/issue/4
5-086/563157


https://doi.org/�
https://doi.or/�
https://dergipark.org.tr/Tr/Pu�
https://dergipark-.org.tr/Tr/Pub/Yonveek/İssue/13�
https://dergipark/�

	The Relationship between Organizational Commitment and Organizational Cynicism Levels of Accounting Employees inHotel Enterprises: The Case of Kemer
	Author
	Keywords
	I. Introductıon
	II. Conceptual Framework
	a) Organizational Cynicism
	b) Organizational Commitment

	III. Lıterature
	IV. Method
	a) Purpose of the research
	b) Research Hypotheses
	c) Sampling, Data Collection Tool and Data Collection Process
	d) Data Analysis

	V. Fındıngs
	a) Evaluation of Demographic Features

	VI. Conclusıon
	a) Conclusion-Discussion
	b) Research Constraints and Recommendations for Future Studies

	References Références Referencias

