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Abstract:

This research, which aimed to investigate the relationship between organizational justice,
perceived organizational support and organizational cynicism perceptions of
academicians, was designed with the correlational survey model in the quantitative
research pattern. The data of the research were collected with the organizational justice,
perceived organizational support and organizational cynicism scales. The research was
carried out with 132 academicians who were in-service in the Erzincan Binali Yildirim
University located in the Eastern Anatolia Region of Turkey in 2019. The data of the
research were analysed using the frequency, frequency, arithmetic mean, correlation and
regression analysis. At the end of the research, it was found that the organizational
justice, perceived organizational support of the academicians were at a high level, their
organizational cynicism perceptions were at a low level. According to another result
reached, there was a negative significant relationship between organizational justice,
perceived organizational support perceptions and organizational cynicism perceptions
of the academicians. At the end of the regression analysis, it was found that the
academicians' organizational justice and perceived organizational support perceptions
were a significant predictor of organizational cynicism.
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1. Introduction

The increasing rate of change in today's world has made the adaptation of organizations
to this change inevitable. The changes in local and global markets with the social and
individual demands affect the organizations in every aspect. The organizations and
living organisms have to adapt the change, prepare themselves for new situations and
conditions. The reason for the existence of the organizations is their purpose.
Organizations try to achieve their purpose. The purpose of the organizations is built upon
the needs. Organizations, which cannot meet the needs and expectations of society and
individuals, cannot survive. Therefore, organizations must perform change and
transformation successfully following new environments. The behaviour of
organizations to catch the change is one of the most important features that organizations
should have today. As in all other organizations, even the education organizations aim
to meet the needs and expectations of the society and individual by following the quick
change. Meeting these expectations is realized both through the successful realization of
education and training and by ensuring peace and justice among the staff of the
organization. For organizational purposes to be achieved, organizational staff must work
together in harmony for the success and dynamics of the organization (Giines and Bulug,
2012).

Many factors such as awards and punishments distributed within the
organization, communication of the staff with each other, application of the rules and
wages at the end of the work performed to differentiate the staff perceptions of
organizational justice. The negative attitude of staff in organizational justice perceptions
negatively affects their organizational behaviour (Ozdevecioglu, 2003).

For an organization to achieve its purpose, in other words, to be successful, the
most important element is the human resource in the organization. Organizations with
qualified human resources have advantageous positions. The possibility of organizations
to maintain these advantages depends on the continuation of qualified human resources.
The fact that staff continue in the organization is related to meeting their expectations
and needs in their organizational life. Factors such as the high commitment of staff
towards organizational and perception of organizational justice can be considered among
the crucial factors that ensure the continuity of qualified human resources in
organizations.

2. Organizational Justice

The concept of justice is an important concept that affects and directs the relationships
between individuals. If it is considered in terms of the organizations, justice can be
considered as an important factor in terms of keeping the human resources in the
organization in the relations between management-staff, staff -staff . Staff regard whether
they are treated fairly and whether their needs and expectations in return for their
performance for the organization are met or not. They consider the issues such as wage
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and promotion, which are the equivalent of their efforts, with the concept of justice and
make their evaluations accordingly. Thus, they identify their perceptions of
organizational justice.

Organizational justice can be defined as “the way that staff perceive how rewards and
penalties are applied within the organization, how decision-making processes related to the
implementation of rewards and punishments are operated” (Igerli, 2010). According to another
definition, the organizational justice is explained as a set of rules and social norms
regarding the distribution of organizational resources, the criteria taken into account in
determining these distribution decisions, and how interpersonal behaviours during the
execution of these procedures should be (Cakmak, 2005).

One of the vital factors in the performance of staff for organizational purposes,
ensuring staff continuity, and increasing the staff productivity is the high perception of
justice in the organization. Staff struggle for the organization as their perception of
organizational justice increases and they continue to be a volunteer in the organization.
As a result of this, the staff can fulfil the performance expected of them. Otherwise, the
staff with low loyalty, low level of identification with the organization, thus increasing
behaviour to leave the organization to emerge (Oriicii and Ozafsaroglu, 2013).

The concept of organizational justice is generally described under 3 headings in
the literature. Staff’s perception of justice regarding the distribution of resources is named
as distributional justice, the perception of justice regarding the decisions taken during the
distribution of resources as procedural justice, and the interaction of staff in the same and
different positions in the organization with each other as interactional justice (Camerman,
Cropanzano and Vandanberghe, 2007; Colquitt and Greenberg, 2003: 165; Trans: Bal,
2014)

3. Organizational Cynicism

The concept of cynicism, which first appeared as a negative reaction of people against
unethical behaviours in Ancient Greece (Bediik, 2014), expresses the negative attitudes of
individuals emerging as a result of the behaviours demonstrated by individuals today
(Akdemir, Kirmizigiil and Zengin, 2016). Although cynicism has many definitions in
terms of different disciplines, it can be explained as the belief that it does not trust the
intentions of others and does not reflect the main characters of those concerned (Helvaci
and Cetin, 2012). People who think that individuals only take care of their interests and
who consider everyone to be self-interested in this direction are defined as "cynic" and
the idea of trying to explain this situation is called as "cynicism" (Karacaoglu and Inci,
2012).

Organizations are forced to change by external factors to perceive the changes
occurring in their environment. Organizational change efforts may negatively affect
staff’s behaviour within the organization (Tokgoz and Yilmaz, 2008).
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Cynicism can be regarded as a negative attitude that people take to gain interest
in groups, order or organization (Andersson, 1996). The demonstration of cynical
behaviours against the organization is referred to as organizational cynicism.
Organizational cynicism emerges when the staff have negative thoughts about their
organizations (Karacaoglu and Ince 2013: Torun and Ugok, 2014). At the background of
the organizational cynicism concept, there is the belief that organizations are devoid of
concepts such as truth, honesty and justice (Torun and Ugok, 2014).

The emergence of organizational cynicism brings with it many problems such as
hopelessness, distrust and disappointment (Andersson and Bateman, 1997; Byne and
Hochwarter, 2007). These feelings emerging among the staff can negatively affect the
organizational beliefs as well as the performance of the staff. It is an important issue for
organizations to recognize the cynical attitudes and behaviours that arise in the
organization and to manage this situation successfully (Tokgoz and Yilmaz, 2008).

4. Perceived Organizational Support

For the staff to work effectively and efficiently in the organization, they must first feel
safe and perceive themselves as part of the organization (Demir, 2010). Ensuring that staff
struggle for the organization is among the primary duties of organization managers.
Managers can ensure that staff create a performance for the organization by creating
appropriate working conditions for staff , making staff feel that they are a valuable
member of the organization, and providing them with the necessary support
(Eisenberger, Huntington, Hutchison and Sowa, 1986; Trans. Giray and $Sahin, 2012).

Organizational support can be defined as being aware of the staff's contributions
to the organization and paying attention to their well-being (Akin, 2008). Organizations
that support their staff value them, emphasize that they are important for the
organization, care about their staff's expectations and needs, and create a suitable
working environment and conditions for their staff. Thanks to this, organizations can
ensure that their staff gather around organizational goals, enabling them to demonstrate
the performance required for organizational goals.

5. Method

The quantitative research pattern was employed in this research, which aimed to
investigate the relationship between organizational justice, perceived organizational
support and organizational cynicism perceptions of academicians. The research was
designed with the correlational survey model.

5.1 Study Group
The study group of the research consisted of 132 academicians who were in-service in the
Erzincan Binali Yildirim University located in the Eastern Anatolia Region of Turkey in
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2019. The demographic information of the academics participated in the research is
presented in Table 1 below.

Table 1: Demographic Information

Topics 1 2 3 4 5 Total
Gender Male Female -
M 103 29 132
% 78 22 100
Degree Prof Assoc. Dr. Lec Res. Asst Lecturer -
n 9 22 51 34 16 132
% 6,8 16,7 38,6 25,8 12,1 100
Age 20-30 31-40 41-50 51+ -
n 26 60 26 20 132
% 19,7 45,5 19,7 15,2 100
In-service Year 1-5 6-10 11-15 16-20 21 -
n 40 36 19 10 27 132
% 30.3 27,3 14,4 7,6 20,5 100
Marital Status Married Single
n 97 35 132
% 73,5 26,5 100

5.2 Data Collection Tools

a. Organizational Justice Scale

The “Organizational Justice Scale”, which was developed by Niehoff and Moorman
(1993), was used to determine staff' perceptions of organizational justice in this research.
There are three sub-dimensions on this scale which consists of 20 items in total. The
interactional justice dimension consists of 9 items, procedural justice consists of 6 items,
and the distributional justice dimension consists of 5 items. Polat (2007) performed the
Turkish adaptation of the scale.

b. Perceived Organizational Support Scale

To determine the organizational support perceptions of the staff, the scale, which was
developed by Eisenberger et al., (1986) and shortened to 10 questions by Stassen and
Ursel (2009), was applied. Akkog, Caliskan and Turung (2012) translated the scale, which
was prepared as in the 5 points Likert type, into Turkish. The scale is single-dimensional
and consists of 10 items.

c. Organizational Cynicism Scale

The scale named "Organizational Cynicism" developed by Brandes, Dharwadkar and
Dean (1999) was adapted into Turkish by the study Kalagan (2009). The scale consists of
13 items and 3 dimensions and is arranged according to a 5-point Likert scale.
Dimensions included in the scale; cognitive, affective and behavioral dimensions. 1.-5.
items cognitive dimension, 6.-9. items affective dimension and 10.-13. items represent the
behavioral dimension. 5-point Likert type scale; It was scored as "5 = Agree", "4 = Agree",
"3 = Partially Agree", "2 = Disagree", "1 = Never Agree". The reliability of the scale was
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calculated with the Cronbach Alpha Internal Consistency Coefficient. As a result of the
calculation, the Cronbach's Alpha Coefficient was determined as .91 for the cognitive
dimension, .90 for the affective dimension, .96 for the behavioral dimension and .74 for
the overall scale. Looking at these results, it can be said that the Turkish version of the
Organizational Cynicism Scale is valid and reliable.

5.3 Analysis of the Data

The normality assumption test was applied to determine whether the data obtained from
the research provides normal distribution. As a result of the analysis, it has been
determined that the data showed normal distribution. Information regarding the normal
distribution of the data is presented in Table 2. After the data were found to be normally
distributed, analyses were carried out in line with the sub-problems of the research. In
the analysis of the data, the correlation and regression analysis were performed through
the SPSS package program. The results of the analysis are presented in the findings
section.

Table 2: Normality Test Results

Dimensions Skewness Kurtosis
Organizational Justice -,050 -,595
Procedural justice ,060 -,381
Distributional justice -,214 -,470
Interactional justice -,328 -,518
Perceived Organizational Support -,130 -,201
Organizational Cynicism ,178 -,406
Cognitive cynicism 274 -,381
Affective cynicism ,901 ,611
Behavioural cynicism -,289 -,640

6. Findings

In this part of the research, the findings gathered from the analysis of the data and
interpretations handled related to these data are included.

Table 3: The Organizational Justice, Perceived Organizational Support
and Organizational Cynic Perception Levels of the Academicians

N X Sd
Perceived organizational support 132 3,40 ,64
Organizational justice 132 3,63 ,69
Distributional justice 132 3,80 ,72
Interactional justice 132 3,80 ,83
Procedural justice 132 3,21 ,86
Organizational Cynicism 132 2.51 ,68
Cognitive cynicism 132 2,77 ,84
Affective cynicism 132 2,02 ,89
Behavioural cynicism 132 2,70 ,83
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As Table 3 is analysed, it can be claimed that the perceived organizational support
of the academicians (X=3,40), the organizational justice (X=3,63), distributional justice
(X=3,80) and interactional justice (X=3,80) perceptions are at a high level. Besides, the
procedural justice (X=3,21), cognitive cynicism (X=2,77) and behavioural cynicism
(X=2,70) perceptions of the academicians are moderate, and their effective cynicism
(X=2,02) and organizational cynicism (X=2,51) perceptions are at a low level.

According to these findings, it can be referred that the academicians got the
necessary support from the organizations that they were in. It is seen that academics are
managed with a fair management mentality, results and awards are distributed fairly
among the staff, and academics have positive thoughts towards both their organizations
and managers. It can be said that the managers communicate with the staff in the
framework of respect and love. Also, academics have a moderate level of perception of
running formal processes in their organizations, distributing awards and participating in
decision-making processes. The answers, which were given by the academicians,
generally show that they do not have negative opinions about their organizations. They
do not have feelings like anger, shame, and disrespect towards their organization. In
Table 4, there are analyses of the relationship between academicians' organizational
justice, organizational support and cynicism perceptions.

Table 4: The relationship between academicians' organizational
justice, organizational support and cynicism perceptions

Dimensions 1 2 3 4 5 6 7 8
1. Organizational Justice 1

2. Perceived Organizational Support ,754"

3. Organizational Cynicism -,641" -,665™

4. Procedural Justice ,821* 657" -,678"

5. Distributional Justice ,761" 561" -,410™ ,484"

6. Interactional Justice 916 671" -520" ,595" 592"

7. Cognitive Cynicism -,644™ -,685° 855 -691" -436" -504

8. Affective Cynicism -491" -,486" ,798" -459" -386" -,405" 540"

9. Behavioural Cynicism -,369" -386" 731" -441" -129 -316™ ,435" 374"

As Table 4 is analysed, it can be referred that there is positive significant relationship
between the perceived organizational support and the organizational justice perceptions
(R=754) of the academicians; and negatively significant relationship between the
perceived organizational support, organizational justice and the organizational cynicism
perceptions (R=-,641, R=-,665). As it is evaluated in terms of the sub-dimensions, it can be
claimed that there is a positive significant relationship between the sub-dimensions of
the organizational justice as procedural justice (R=,657), distributional justice (R=561)
and interactional justice (R=,671) dimensions and the perceived organizational support;
on the other hand, there is negatively significant relationship between the organizational
cynicism and the procedural justice (R= -,678), distributional justice (R= -,410),
interactional justice (R=-520). According to these findings, as the perceived
organizational support the academicians' perceptions increase, the organizational justice
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perceptions increase as well, with the increase in their perceived organizational support
and organizational justice perceptions, their organizational cynicism perceptions
decrease. The regression analysis results related to the interpretation of the cognitive
cynicism are presented in Table 5.

Table 5: The regression analysis results related to the interpretation of the cognitive cynicism

Cognitive Cynicism B SHs B t p
Constant 29,596 1,491 19,847 ,000
Perceived organizational support -279 ,059 -423 -4,759 ,000
Procedural justice -354 ,066 -433 -5,387 ,000
Distributional justice -021 ,088 -018 -238 ,812
Interactional justice ,028 ,049 ,049 ,567 ,572
R=0,756 R?=0,572 p=0,000

As Table 5 is analysed, it is seen that the organizational support is a significant predictor
on the cognitive cynicism, which is the sub-dimension of organizational cynicism, and
on the procedural justice which is the sub-dimension of the organizational justice; and it
is understood that the perceived organizational support and the procedural justice
together explain 57,2 % of the change in the variable of cognitive cynicism.

Table 6: The regression analysis results related to the prediction of the effective cynicism
Affective Cynicism B SHs B t P
Constant 18,564 1,630 11,390 ,000
Perceived organizational support -,142 ,064 -,255 -2,214 ,029
Procedural justice -, 146 ,072 -213 -2,040 ,043
Distributional justice =117 ,096 -119 -1,216 ,226
Interactional justice -,018 ,053 -,037 -,334 ,739
R=0,531 R?=(,282 p=0,000

In Table 6, the regression analysis results related to the prediction of the effective
cynicism are presented. It is seen that the perceived organizational support is a significant
predictor on the effective cynicism, which is the sub-dimension of organizational
cynicism, and on the procedural justice, which is the sub-dimension of the organizational
justice; that the perceived organizational support and procedural justice together explain
the 28,2 % (R2=,282) of the change in the variable of the effective cynicism.

Table 7: Regression Analysis Results Related to the Prediction of the Behavioural Cynicism

Behavioural Cynicism B SHs B t p
Constant 16,574 1,567 10,578 ,000
Perceived organizational support -, 112 ,062 -,216 -1,821 ,071
Procedural justice -,225 ,069 -,350 -3,260 ,001
Distributional justice ,198 ,092 ,215 2,140 ,034
Interactional justice -,040 ,051 -,090 -, 787 ,433
R=0,488 R?=0,239 p=0,000
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In Table 7, there are the regression analysis results related to the prediction of the
behavioural cynicism. The procedural justice and distributional cynicism, which are the
sub-dimensions of organizational justice, are the significant predictor on the behavioural
cynicism, which is the sub-dimension of the organizational cynicism; and the procedural
justice and distributional justice together explain 23,9 % (R2=,239) of the change in the
variable of behavioural cynicism.

Table 8: The Regression Analysis Results Related
to the Prediction of the Organizational Cynicism

Organizational Cynicism B SHB B t p
Constant 67.641 3.204 21.110 .000
Organizational justice -.208 062 -.324 -3.372 .000
Perceived organizational support -.585 133 -421 -4.382 .000
R=0,698 R?=0,487 p=0,000

In Table 8, there are the regression analysis results related to the prediction of the
organizational cynicism. It is seen that both the organizational justice and the perceived
organizational support are the significant predictor on the organizational cynicism, and
the organizational justice and perceived organizational support explain 48,7 % (R*=,487)
of the change in the variable of the organizational cynicism.

7. Discussion

Organizational life depends primarily upon the positive perception of organizational
justice, organizational trust and organizational support of staff. Staff can maintain their
behaviour and desire to stay in the organization and make efforts for their organizations,
as long as they feel safe. The achievement of organizations depends on their staff
performance in line with their organizational goals. Among the factors that cause the
performance of the staff to increase, their perception of organizational justice and the
support they expect from the organization are of great importance. In this scope,
providing justice within the organization and ensuring the necessary organizational
support to staff is a primary function in terms of achieving organizational goals. As in all
around the world, the organizational life in Turkey is significantly affected by global
changes and developments, and individual and social demands. People mostly spend
their lives in social organizations, along with business and professional organizations.
The staff in Turkey, as a country that has adopted the culture of democracy, the staff
mostly attach importance to gaining a sense of trust in organizational life. Gaining the
staff’s feelings of trust is about ensuring justice in the organization and positive attitudes
towards them.

The following results were reached in accordance with the findings handled in this
research, in which the relationship between the organizational justice, perceived
organizational support and organizational cynicism perceptions of the academicians was
investigated.
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According to the results gathered at the end of the research, the perceived
organizational support perceptions of academicians are in a rate that can meet their
expectations and in a positive direction. Depending on this result, it can be claimed that
the academicians thought that they got enough support from their organizations.
According to another result, it was determined that academicians' perceptions of
organizational justice were higher in distributional and interactional justice dimensions.
As the literature is reviewed, it is noticed that the results of the researches conducted by
Yazicioglu and Topaloglu (2009), Titrek (2009), Altinkurt and Yilmaz (2010), Yilmaz
(2010) support the results of this research. In addition, in another research by Turung
(2011), it was reached that the interactional justice perceptions of the staff were high; on
the other hand, the procedural and distributional justice perceptions were at a moderate
level. In the research by Yavuz (2010), it was found that the organizational justice
perceptions of the staff in the private sector were higher compared with the public staff.
In the researches conducted by Cirak (2013), Polat and Celep (2008), Bas and Sentiirk
(2011), it was found that the distributional, procedural and interactional justice
perceptions of teachers were high. In the researches by Unlii, Hamedoglu and Yaman
(2015), the organizational justice perceptions of teachers were at a moderate level at the
dimension of the distributional justice; at a high level at the procedural and interactional
dimensions. In the research by Ay and Kog (2014), the results, that the distributional and
procedural justice perceptions of teachers were at a moderate level; on the other hand,
the interactional justice perceptions were high, were reached. Also, in the researches by
Pillai, Scandura and Williams (1999), Estreder, Rigotti, Tomas and Ramos (2020), and
Berkovits (2018), the procedural justice perceptions of the staff were found to be
moderate. Blakely, Andrews and Moorman (2005), Tyagi, Moses and Rana (2017) reached
to the results in their studies that the participants’ organizational justice perceptions were
high. Hussain and Khan (2018) found in their study that the staff’s procedural justice
perceptions were moderate, distribution as justice perceptions were low and interactional
justice perceptions were high.

In addition, it was found that the academicians' procedural justice, cognitive
cynicism and behavioural cynicism perceptions were moderate, the affective cynicism
and organizational cynicism perceptions were at a low level. In their study, Kalagan and
Giizeller (2010) found that the organizational cynicism perceptions of teachers were
moderate. In another study by Sirin (2011), Kili¢ (2011), Ergen (2015), the organizational
cynicism perceptions of teachers were low. Cetin, Ozgan and Bozbayindir (2011), Ozgan,
Cetin and Kiilek¢i (2011) found in their studies that the organizational cynicism
perceptions of teachers were low. In the study by Kalagan (2009), Polat, Meydan and
Tokmak (2010) carried out with academicians, the organizational cynicism perceptions
of the academicians were at a moderate level. In a study on academicians by Arslan
(2012), the organizational cynicism levels of the academicians were found to be low.

The results show that the academicians get support from the organizations they
are in. According to the results, it can be claimed that a fair management understanding
is dominant in the management process of the organizations in which academicians are
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in service, that the awards are distributed fairly among the staff in their organizations,
academicians have positive thoughts both against their organizations and managers, and
the communication process of the staff of the organization is created in the framework of
mutual respect and love. Besides, it can be stated that the academicians have a moderate
level perception in the organization of formal processes, distribution of awards and
participation in decision-making processes. According to the answers by the
academicians, it can be referred that they do not have negative thoughts about their
organizations, and they do not have feelings such as anger, shame, and disrespect
towards their organizations in general.

According to the results gathered from the research, it was found that there was a
positive significant relationship between the academicians’ perceived organizational
support perceptions and organizational justice perceptions; that there was a negative
significant relationship between the perceived organizational support, organizational
justice and the organizational cynicism perceptions. In the studies conducted by Cetin,
Ozgan and Bozbaymdir (2011), Efeoglu and Iplik (2011), Giizel and Ayazlar (2014),
Ozgen and Turung (2017), Turgut and Agun (2016), Mavibas and Belli (2018), Kanbur and
Canbek (2018), Acaray (2019), Erturhan Iskin (2018), Samdan and Atanur Baskan (2019),
Yazicioglu and Ozcan Genger (2017), it was concluded that there was a negative
relationship between the organizational justice and organizational cynicism. As it is
evaluated in terms of the sub-dimensions, it can be stated that there is a positive
relationship between the dimensions of organizational justice, procedural justice,
distributional justice and interactional justice, and perceived organizational support, and
there is a negative relationship between organizational cynicism and procedural justice,
distributional justice and interactional justice. According to the gathered results, it can be
referred that as perceptions of perceived organizational support of academicians
increase, perceptions of organizational justice also increase, and there is a decrease in
their perceptions of organizational cynicism.

According to another result reached in the research, it was determined that the
perceived organizational justice perceptions of the academicians and organizational
support perceptions are significant predictors of organizational cynicism. This result
shows similarity with the results of the study conducted by Kanbur and Canbek (2018).
In the literature, in the studies by Turgut and Agun (2016), @zgen and Turung (2017),
Yazicioglu and Ozcan Genger (2017), Biswas and Kapil (2017), Bernert, Armenakis, Feild
and Walker (2007), Shaharruddin, Ahmad and Muhaizam Musa (2016), they found that
the organizational justice is a significant predictor on the organizational cynicism. In the
studies by Kerse and Karabey (2017), Peplinski (2014), it was found that the
organizational cynicism was a significant predictor on the organizational cynicism. With
this research conducted in Turkey, it was observed that the results gathered from the
other researches demonstrate similarity with the international research results in the
literature.
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8. Conclusions and Recommendations

In organizations in which the sense of justice is powerful, the negative thoughts of the
staff about their organizations will decrease. When staff fail to meet their expectations,
they can engage in several negative feelings, thoughts, and behaviours related to the
organization. The decrease in the organizational justice perceptions of the staff will have
a negative effect on many issues concerning the effectiveness and efficiency of the
organization, such as a decrease in their job performance, weakening in their
organizational commitment, low job satisfaction, and low motivation.

Besides, as it was evaluated in terms of the sub-dimensions of the organizational
cynicism, it was concluded that academicians’ perceived organizational support and
procedural justice perceptions were significant predictors of their cognitive cynicism
perceptions; on the other hand, their distributional justice and interactional justice
perceptions were not significant predictors of cognitive cynicism.

As it was evaluated in terms of the behavioural cynicism, it was concluded that
the academicians' procedural justice perceptions were significant predictors of
behavioural cynicism; on the other hand, their perceived organizational support,
distributed justice and interactional justice perceptions were not significant predictors of
their behavioural cynicism perceptions. According to another result gathered from the
research, it was found that the academicians’ perceived organizational support,
procedural justice, distributional justice and interactional justice perceptions were not
significant predictors of effective cynicism.

It is expected that as the positive attitudes of academicians towards organizational
justice increase and as they get the support they desire from their organizations, their
negative thoughts towards their organizations will tend to decrease. Several factors that
affect the behaviour of organizational cynicism can be mentioned. The effect of the
organizational justice and perceived organizational support perceptions on the
organizational cynicism was investigated in this study. Researches related to the effect of
other variables on organizational cynicism can be conducted.
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