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Abstract  In recent years some philosophical concepts are being used to understand and explain the relat ionship between 
the employees and the organizations. Cynicism, as being one of these concepts, reflects the employees’ negative perceptions 
and attitudes against the organizations they are working for. Some studies on this specific issue reveal the fact that 
organizational d isappointment decreases in the presence of some organizational dynamics. In this research, personnel 
empowerment by means of which all the authority and responsibility of work is granted to the person who is performing it as 
well as the opportunity to use initiat ive when needed and its impact on organizational disappointment is evaluated. For this 
purpose a sample including 140 employees working in  hospitals has been developed to achieve results in relation to the aim of 
the research. The results of the research prove the fact that personnel empowerment decreases the level of o rganizat ional 
disappointment (r=-0,40;  p<0,05). In  the regression analysis conducted, it has been found out that personnel empowerment 
explains 16% of organizat ional d isappointment and thus other organizat ional dynamics and variables are needed to explain 
cynicism.  
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1. Introduction 
The concep t o f empowerment  has  been stud ied  and  

examined in terms of efficiency and performance increase in 
bus inesses . Recent  s tud ies  demonst rate the fact  that 
personnel empowerment has positive impact  on employees 
and studies have begun to be carried out more frequently. 
Empowerment not only helps build employee self-esteem 
but also develop positive feelings and attitudes towards the 
businesses. Consequent ly , the poss ib ility  o f ind iv idual 
turnovers decreases while the employees’ commitment to the 
employ ing  o rgan izat ions and  their work perfo rmance 
increase. Cynicis m is the negative attitude developed by the 
individual against the employing organization. One of the 
most important purposes of a management is to ensure the 
full competence and efficiency o f its employees. It is an 
obvious fact  that  the cyn ic ind iv iduals will have lower 
efficiency and performance levels. Considering the situation 
one needs to ask how one can  remove cyn icis m. In  this 
respect, the aim of the researcher is to find out whether there 
is  a  relat ionsh ip  between  o rgan izat ional cyn icis m and 
personnel empowerment o r not and if there is such a 
relat ionship  to define the level personnel empowerment  
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affects organizational cynicis m and whether it decreases or 
increases cynicism. In this article first of all the concepts of 
empowerment and cynicis m will be evaluated and the 
research period, the findings obtained throughout the 
research and solution suggestions will be g iven in detail.  

2. Empowerment 
Today’s intensely competitive working conditions require 

new managerial approaches as traditional management 
mentality proves to be inadequate. One of these approaches 
is empowerment. Empowerment is about the personnel’s 
authority and decision making responsibility they have on 
the work they are performing in  an organization where the 
concept of personnel is developed on the very basis of power. 
Therefore it would be helpful to evaluate the concept of 
power briefly. 

According to Weber power is the ability of a person to 
make his or her will accepted in a social relationship even 
against the resistance of others[1]. From another perspective 
power is the ability to have something done even against the 
resistance of others.[2] In this respect empowerment is a 
concept through the implementation of which a person gains 
power on issues considering the work he or she is obliged to 
perform.  

In organizations empowerment means granting authority 
and power to the employees to ensure that they are capable of 
doing the things that they have not been able to  do so far in 
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relation to their work.[3] Similarly, conditions in which 
employees are motivated, believed in their qualifications and 
encouraged to use their own in itiatives indicate the existence 
of empowerment.[4] 

Empowerment is in fact a period through which seniors 
share their power with junio rs or subordinates and seniors 
transfer their authority of power and control to juniors who 
have relatively  less power and control in the organization. It 
would not be wrong to state that this period enhances the 
employees’ commitment  to the organization as well as their 
motivation and has a positive impact on organizat ional 
elements in the long run[5]. 

Empowerment is most of the time considered to have the 
same meaning with the concept of “authorizat ion” and is 
even used interchangeably with the concept of authorizat ion. 
However, empowerment means assigning the employee with 
authority, power and responsibility in relation to the work he 
or she is supposed to perform and unlike authorization in the 
act of empowerment such authority, power and 
responsibility is not withdrawn, it is of permanent nature[6]. 

3. Cynicism 
There are two v iews about the origin of the concept of 

cynicism[7]. 
According to the first view cynicis m derives from the 

Greek word “kyon” which means dog. Cynical individuals 
prefer a natural life , do not conform to social ru les, do not 
care for their clothing and wander around slatternly and 
despise what others call civilization. Therefore, the metaphor 
of “kyon” (dog) has become the symbol of cynics who 
display unconventional and unusual behavior.  

According to the second view it has been suggested that 
the concept derived from the word “Kynosarges” 
(gymnasium) where Cynics school was located in.  

Organizational cynicism represents an attitude which can 
be associated with a number of things and which can make 
generalizations between different targets and a learned belief 
which develops through experience. In this respect, the 
concept of organizational cynicism is defined by James as “a 
type of cynicism associated with attitudes against the 
employing organization which the individual perceives with 
negative beliefs, feelings and reacts accordingly; 
organizational cynicis m is the response to the past personal 
and social experiences which are likely  to change as a result 
of environmental factors.”[8] 

Different definitions for cynicism:[9] 
Author(s) Year Definition 

Kanter and 
Mirvis 1989 

Cynics are narrow-minded, 
disappointed people who could not 
find what they have expected. They 
believe in the fact that people with 
whom they are in relationship are 

egocentric and that they only work 
for their own benefits. 

Batemon 1992 Cynicism reflects negative and 
distrustful attitude towards authority 

and institutions. 

Sukano and 
Fujitu Andersson 1996 

Employee cynicism is an attitude 
characterized by the feelings of 

disappointment, hopelessness and 
being restricted such as despise and 

distrustfulness towards work 
organizations, managers and/or 

other things existing in the 
workplace. 

Vance, Brooks 
and Telsuk 1996 

The belief that there would be a 
change for the better in the 

organization but as the situation 
would continue to grow away from 

what is considered to be ideal 
because of reasons out of the control 
of the cynical person such change is 

not like to take place. 

Recihers, 
Wanous and 

Austin 
2000 

Cynicism about change is associated 
with loss of faith in the leaders of 
change and is a response to the 

previously unsuccessful efforts of 
change. 

Abraham 2000 

It is a deep-rooted distrustfulness 
against others which is based on the 
generalization that the world is full 

of people who do not have the ability 
to feel pleased with social 

interactions, who are selfish, 
indifferent and dishonest. 

Bakker 2001 

Cynicism can be defined as attitudes 
which “are not right ethically” and 
actions which are adjusted either 

directly or indirectly to a means to 
perform a duty in (challenging) 

reality. 

Stanley, Meyer 
and Topolnytsky 2005 

Cynicism about change is disbelief 
against a specific organizational 
program of change and against 
realit ies which managements 

announce or imply. 

Naus, Iterson and 
Roe 2007 

The manner through which the 
members of an organization defend 
themselves against problematical 

events and conditions in the working 
environment. 

While defin ing the concept of organizational cynicis m, 
Mirvis and Kanter pointed out the fact that organizations can 
be cynical as well. They described cynical organizat ions as 
“organizations which apply deceptive and exp loit ive 
implementations, develop unilateral relations with their 
employees, behave in a quick-tempered manner, support 
administrators who follow a hypocritical policy against their 
employees and materialize values selfishly.”[10] 

Types of Cynicism 
a) Dispositional Cynicism 
Dispositional cynicis m is the pathopsychological variable 

of organizational cynicism. This type of cynicism is also 
figured in “Cook-Medley Hostility Scale”. Th is invariab le 
idiosyncrasy is defined as cynicism against any kind of 
human behavior (Dalken, 2004: 17). In d ispositional 
cynicism the person behaves hostile towards others and 
question people’s attitude towards himself even if they have 
good intentions.  
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b) Employee Cynicism 
Employee cynicism is mainly targeted against big capital 

owners, senior management and other persons or 
departments in the work place. The feeling of inequality 
separates the cynical employee from other employees. This 
feeling of inequality occurs when the formal employment 
contract between the employer and the employee is violated 
as in the violation of psychological contracts between the 
employer and the employee, which implicit ly promise 
equality, justice and objectivity[11].  

c) Work Cynicism 
Work (Occupational) Cynicis m is usually associated with 

service sector personnel who are believed to experience 
clash of roles and uncertainty about their roles[12]. 

d) Social Cynicism 
Social or Institutional cynicis m is about the distrustful 

attitude of citizens against their states or institutions. 
Social/Institutional cynicis m occurs as a result of the 
violation of the psychological contract between the 
individual and the society[13]. 

e) Organizational Change Cynicism 
Cynicism about organizational change is defined as 

“pessimistic views about the efforts of organizations to 
change and reach the targeted success”[14]. 

f) Organizational  Cynicism 
Organizational cynicis m is usually associated with the 

employees’ excessively negative attitudes towards the 
employing organizations. In o rganizat ional cynic is m the 
employee despises the management, accuses it of selfishness, 
insults and despises his or her colleagues (Dean and others, 
1988: 345). 

4. Methodology 
This research is designed to figure out the impact of 

personnel empowerment, which is considered to be one of 
the modern techniques applied in organizations and believed 
to have a positive effect on the employees’ attitudes towards 
the employing organization, their work, co lleagues and the 
customers, on organizational cynicis m, a philosophical and 
sociological concept which, in the recent years, has played a 
significant role in identifying and exp lain ing the relationship 
between the individual and the organization. The research is 
planned to cover the health sector and with this purpose the 
personnel employed in the private hospitals in Istanbul made 
up the universe of the research. The method of sampling is 
used in gathering data from the universe because of time and 
financial restrictions. The hospitals are not homogenous with 
regard to the number of beds and personnel and the fields 
they provide service for and for this reason 4 hospitals from 
different layers are used to develop a sample for the research 
(See Table 1). Lists and activity data in relation to the 
hospitals in Istanbul are obtained from “Stat istical Yearbook 
of Inpatient Treatment Institutions” and “Istanbul health 
Handbook”. Hospitals in Istanbul are div ided into layers 
according to the data obtained from the abovementioned 

sources and hospitals that would constitute the sample for the 
research are chosen randomly  from among this list. Hospitals 
which accepted to participate in  the research are included in 
the sampling.  

Table 1.  Distribution of the Participants According to the Layers 

Layer n % 
A 44 31,4 
B 33 23,6 
C 63 45,0 

Total 140 100,0 

The period of data collection covers the dates between 
December 2011 and January 2012 and the employees who 
accepted to participate in the research (n=140) are included 
in the sampling. Although face to face dialogues were 
implemented during the process of data collection, the 
surveys were distributed to the hospital personnel in 
envelopes and the personnel was asked to put the surveys 
into a box after they completed them in order to ensure that 
the data provided would not be influenced depending on 
distrust.  

5. Findings 
At the beginning of the research it  has been assumed that 

equal number of participants from the hospitals would 
participate in the research nevertheless with the belief that 
trying to even out the number of participants would 
eventually lead to negative outcomes such as biased results it 
has been decided and ensured that all the part icipants would 
be included in the research.  

In the research size of the sample is not measured and data 
is collected in accordance with the normal distribution in 
terms of valid ity and reliability and by taking the fact that the 
sample would be at least 5 times bigger than the number of 
articles available in the scale into consideration.  

As for the data collection tools, the ones that have been 
applied in Turkish culture are preferred  and with this purpose 
the personnel empowerment scale which has been adjusted 
to Turkish culture and whose valid ity and reliability has been 
verified by Bolat, Bo lat and Seymen who prepared a new 
scale by preparing 16 questions similar to the ones in the 
scales developed by Ahearne (2000), Arnold et al (2000) and 
Gordon (2002).[15] The 9- question scale developed by 
Vance, Brooks and Tesluk (1997) and obtained from the 
study of Kalağan and Güzeller[16] is used as the scale for 
organizational cynicis m.  

Data obtained throughout the research has been 
transmitted to electronic environment and analyzed by using 
the SPSS 11.5 statistical program package. Conformity of 
the data to the normal distribution values is examined both 
by drawing histograms and by applying the One-Sample 
Kolmogorow-Smirnow test and eventually it has been 
decided that the values are in conformity with the normal 
distribution. In this respect, parametric tests of significance 
are used in  the research. In the analysis and assessment of the 
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data frequency tables, extensity criteria, the Pearson’s 
Correlation  test and linear regression tests are applied. As the 
level of statistical significance 0,05 is used. 

In order to define the reliability of the data collection tools 
the Cronbach alpha values are calculated and the coefficient 
of 0,94 is obtained for the personnel empowerment scale and 
the coefficient of 0,73 is obtained for the organizat ional 
cynicism scale. The fact that these coefficients are bigger 
than 0,70 proves the internal consistency of the data 

collection tools used in the research. Besides, no article 
effecting the total correlation between the articles in any of 
the scales has been observed.  

In order to determine the validity of the scales Exploratory 
Factor Analysis has been performed. At the end of the 
analysis article 5 in the personnel empowerment scale and 
article 9 in the organizational cynicism scale are removed 
from the scale as they did not provide adequate article load 
value (0,10) between the components.  

Table 2.  Results of the Factor Analysis for Personnel Empowerment (Varimax rotation is used) 

Articles 
 

   Factor 
Cronbach alpha 1 (Variant 

explanation=27,178) 
2 (Variant 

explanation=23,773) 
3 (Variant 

explanation=21,721) 
E12 ,862   

0,91 

E10 ,826   
E11 ,791   
E9 ,774   

E13 ,696   
E8 ,609   
E7  ,845  

0,88 
E6  ,777  

E14  ,763  
E15  ,658  
E16  ,595  
E1   ,816 

0,88 
E2   ,786 
E3   ,780 
E4   ,682 

Percentage of total variant explanation= 72,672 
Kaiser-Meyer-Olkin measure of sampling adequacy test= ,868 

Bartlett’s Test 
Chi-square 1712,346  

s.d 105  
p ,000  

Articles 1, 2, 3, 4 are classified as significance and importance (making the work mean ingful and important); 6, 7, 14, 15, 
16 as support (improvement, education and resource); 8. 9. 10. 11. 12 and 13 as free will and providing freedom (granting 
initiat ive, part icipation in the decision making process).  

Table 3.  Results of the factor analysis for organizational cynicism (Varimax rotation is used) 

Articles 
 

   Factor 
Cronbach alpha 1 (Variant 

explanation=23,638) 
2 (Variant 

explanation=22,295) 
3 (Variant 

explanation=21,906) 
CI7 ,853   

0,70 
CI1 ,848   
CI6  ,832  

0,64 
CI5  ,814  
CI4   ,773 

0,60 
CI8   ,623 
CI3   ,617 
CI2   ,584 

Percentage of total variant explanation = 67,839 
Kaiser-Meyer-Olkin measure of sampling adequacy test = ,592 

Bartlett’s Test 
Ki-square 266,342  

s.d 28  
p ,000  



256 Emre İşçi et al.:  A Research on the Relationship between Personnel   
Empowerment and Organizational Cynicism 

 

Although the scale for organizational cynicis m has presented a 3-factor structure it  is taken  into consideration as a 
single-factor structure in the available literature.  

Table 4.  Socio-demographic and occupational features of the participants 

Features Categories n % 

Gender 
Male 39 27,9 

Female 93 66,4 
Not indicated 8 5,7 

Education 

High School 54 38,6 
College 19 13,6 

Bachelor’s 21 15,0 
M.A 15 10,7 
Ph.D. 17 12,1 

Not indicated 14 10,0 

Administrative Function 
None 44 31,4 
None 65 46,4 

Not indicated 31 22,1 

Trust in the Supervisor 
Yes 108 77,1 
No 15 10,7 

Not indicated 17 12,2 
Total 140 100,0 

66,4% of the participants are women, 38,6% are h igh school graduates and 46,4% do not have an administrative function 
and 77,1% t rust their supervisors.  

Table 5.  Central and extensity criteria for organizational cynicism and personnel empowerment and the participants’ ages and the period they have been 
working for the institution 

 Age 
Length of the period the 

participant is working for 
the institution (Year) 

Length of the period the 
participant is performing the 

job (Year) 

Organizational 
cynicism 

Personnel 
empowerment 

Mean 33,25 3,02 9,22 2,63 4,08 

Median 32,00 2,00 6,00 2,63 4,13 

Std. Deviation 9,84 4,23 8,25 ,81 1,01 

Minimum 19,00 ,10 ,00 1,13 1,50 

Maximum 60,00 30,00 35,00 4,38 5,63 

Percentiles 25 26,00 1,00 3,00 2,13 3,50 

 75 38,00 3,00 13,00 3,28 4,88 

The average age of the participants is 33,25 + (9,84), the average organizational cynicis m is 2,63+/-(0,81) and the average 
personnel empowerment  is 4,08 +/- (1,01). Median for the period of time spent in the institution is 2,00 and median for the 
period the participants are performing their job is 6,00.  

Table 6.  Correlation between organizational cynicism and personnel empowerment (Pearson’s Correlation test is applied) 

  EMPOWERMENT SIGNIFICANCE SUPPORT FREE WILL 

CYNICISM 
r -,400(**) -,420(**) -,376(**) -,280(**) 
p ,000 ,000 ,000 ,001 
n 138 138 138 138 

EMPOWERMENT 
r  ,841(**) ,857(**) ,893(**) 
p  ,000 ,000 ,000 
n  139 139 139 

SIGNIFICANCE 
r   ,653(**) ,614(**) 
p   ,000 ,000 
n   139 140 

SUPPORT 
r    ,612(**) 
p    ,000 
n    139 

**Correlation is significant at the 0.01 level (2-tailed) 
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When the correlation between the participants’ organizational cynicis m and personnel empowerment is evaluated it has 
been observed that the general score for empowerment is correlated in a negative direction and at a medium level with 
significance and support and in a negative direction and at a weak level with free will (p<0,05).  

Table 7.  Regression analysis for organizational cynicism and personnel empowerment 

 Constant B β t R2 Adj. R2 F P 
Independent 

Variable         

Personnel 
Empowerment 3,935 -,320 -,400 -5,094 ,160 ,154 25,949 ,000 

* Dependent variabl e “ organizational cynicism”, p<0,05 

Y=3,935-0,320x in other words organizational  
cynicism=3,935-0,320personnel empowerment 

When the regression analysis between organizational 
cynicism and personnel empowerment is evaluated it has 
been observed that empowerment explains 0,16 of cynicism. 
It is obvious in the model that personnel empowerment 
affects cynicism with the coefficient of -0,32 and according 
to this finding the regression equation is: 

Y=3,935-0,320x in other words organizational 
cynicism=3,935-0,320personnel empowerment  

 
Figure 1.  Personnel empowerment and organizational cynicism scatter 
gram and regression line 

6. Conclusions 
Personnel empowerment means in brief, granting power 

and authority to employees. Empowerment also motivates 
and energizes the employees.  

Organizational cynicism can be considered as the negative 
attitude of the employee against the employing institution. 
The main three elements of organizational cynicis m can be 
summarized as belief in the fact that the organization lacks 
honesty, negative feelings towards the organization and 
expressions stating the dishonesty and insincerity of the 
organization. Among the reasons for the occurrence of 

organizational cynicis m disposition, violation of the 
psychological contract and deficiencies in  the leadership 
behavior can be given.  

In this research the relationship between organizational 
cynicism which is in fact a  negative factor in the institutions 
and personnel empowerment is evaluated.  

66,4% of the part icipants are women, 38,6% are h igh 
school graduates and 46,4% do not have an administrative 
function and 77,1% trust their supervisors.  

When the correlation between the participants’ 
organizational cynicis m and personnel empowerment is 
evaluated it has been observed that the general score for 
empowerment is correlated in a negative direction and at a 
medium level with  significance and support and in a negative 
direction and at a weak level with free will. When the 
regression analysis between organizational cynicis m and 
personnel empowerment is evaluated it has been observed 
that empowerment exp lains 0,16 o f cynicis m. 

At the end of the research it has been determined that there 
is a relat ionship between personnel empowerment and 
organizational cynicism. Personnel empowerment which is 
believed to enhance employee motivation and have a 
positive impact on the employees should also be evaluated 
from this perspective. The issue of personnel empowerment 
should seriously be taken into consideration in businesses.  
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