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The Quintessence of Organizational 
Commitment and Organizational Cynicism 

The article deals with the constituents of organizational commitment and organizational cynicism and in 
order to concisely present systematised material disclosing the very essence of the phenomena, the authors 
analyse their interrelation, the specificity of development (organizational commitment) and management 
(organizational cynicism), their causes, importance and / or consequences caused. The aim of research is to 
distinguish the dimensions of the relationship of these phenomena highlighting the quintessence of organi-
zational commitment and organizational cynicism.
Keywords: organizational commitment, affective commitment, continuance commitment, normative commi-
tment, organizational cynicism, affective cynicism, cognitive cynicism, behavioural cynicism.

Straipsnyje, siekiant glaustai pateikti susistemintą medžiagą, kuri atskleistų pačią reiškinių esmę, analizuojamos 
organizacinio įsipareigojimo ir organizacinio cinizmo dedamosios, jų tarpusavio ryšiai, vystymo (organizacinis 
įsipareigojimas) ir valdymo (organizacinis cinizmas) specifika, priežastys, svarba ir / arba sukeliami padariniai. 
Šio tyrimo tikslas – išnagrinėti organizacinio įsipareigojimo ir organizacinio cinizmo kvintesenciją. 
Raktiniai žodžiai: organizacinis įsipareigojimas, emocinis įsipareigojimas, tęstinis įsipareigojimas, norminis 
įsipareigojimas, organizacinis cinizmas, emocinis cinizmas, kognityvinis cinizmas, elgesio cinizmas.

Introduction 

Relevance of research. Organizational 
commitment and organizational cyni-
cism are two phenomena relevant for or-
ganisations and widely analysed, which 
can have very distinct positive and nega-
tive consequences that either help the 
organization to grow or lead it to fail-
ures. Organizational commitment identi-
fies a tight relationship of the employee 
with the organisation in which he works 
(Naude et al., 2003), shows the degree of 

the individual’s organisational identifica-
tion (Newstrom, 2015), the level of the 
person’s identification and his engagement 
in the organization (Naqvi et al., 2013), in 
which he seeks to further continue work-
ing, as well as discloses the psychological 
state of the person who particularly relates 
himself to the organization (Garg, 2017). 
In any case, organizational commitment 
transmits the employee’s attachment to 
the organization. As H. L. Angle and  
J. L. Perry (1981, 1983) note, this is a posi-
tive link, economic interchange between 
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the organization and the employee, per-
ceived through the prism of an obligation 
to stay in the organization. The analysis 
of organizational commitment and or-
ganizational cynicism highlight certain 
dimensions that link both phenomena. It 
is generally believed that the cynical at-
titude forms employees’ degrading and 
critical behaviour, which accordingly also 
determines a reduced level of effort (Dean 
et al., 1998). Cynical employees are less at-
tached to the organization, and their dis-
satisfaction leads them to the belief that 
they will not work in the organization for 
a long time (Kim et  al., 2009). In addi-
tion, cynical employees are less inclined 
to assume additional responsibilities in 
the organization. Although the concept of 
cynicism in various fields has been ana-
lysed for a long time, research related to 
organizational cynicism was begun only 
in the ninth decade of the 20th century 
(Terzi and Derin, 2016). In addition, con-
ceptualisation of organizational cynicism 
poses problems due to the complexity of 
the process; therefore, there is a variety 
of definitions of organisational cynicism 
(Naus, 2007). Organizational cynicism 
is related to employees’ negative feelings, 
such as despair, contempt and hopeless-
ness assessing their organization, its man-
agers and other objects of the workplace 
(Cole et al., 2006). J. W. Dean et al. (1998) 
characterize such negative attitude of em-
ployees as an inclination to tendentious 
despair, critical and negative anti-organ-
izational activities and a belief that the or-
ganisation lacks integrity.

In order to ensure their good perfor-
mance and successful development, or-
ganizations, at their discretion, must re-
spectively find the most appropriate ways 
to increase organizational commitment 
and decrease the level of employees’ cyni-

cism with regard to the organization. In 
order to do this properly, first, it is nec-
essary not only to perceive the meaning 
of organizational commitment but also to 
find out what causes determine the emer-
gence of organizational cynicism as well 
as to understand the consequences the or-
ganization can have if this problem is not 
resolved in a timely manner.

The problem of research. One of the 
most appropriate ways to help to prevent 
the employee from the intentions to leave 
his/her organization is his/her commit-
ment, which is a widely discussed phe-
nomenon solving the problems of the 
employee’s retention at the workplace. 
Another, still not so abundantly analysed 
phenomenon, compared with organi-
zational commitment, is organizational 
cynicism, the growth of which in the or-
ganization determines the decrease of the 
first phenomenon – organizational com-
mitment. Therefore, the problem of the 
research is raised by the question: what 
are the quintessential features of organi-
zational commitment and organizational 
cynicism and how, through what organi-
zational dimensions do they interact?

The level of problem exploration. 
Organizational commitment due to its 
importance and organizational cynicism 
due to its problems are the phenomena 
widely studied by foreign scientists.

Organizational commitment. A large 
number of scientists devote attention to the 
diagnostics of organizational commitment; 
several of them should be mentioned: types 
of organizational commitment are analysed 
by P. C. Morrow (1983), A. Cooper-Hakim 
and C. Viswesvaran (2005) and others; the 
benefit of organizational commitment is 
disclosed in the research of M. F. Faisal and 
B. A. Esmael (2014), H. Paul et al. (2016) 
and others; the chronological sequence of 
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the concept of organizational commitment 
and the interactions of aspects, factors of 
employees’ commitment to the organiza-
tion are grounded by Ž. Kavaliauskienė 
(2011) and others. The relationship of 
organizational commitment with other 
organizational phenomena, such as: job 
satisfaction (Porter et  al., 1974; Lambert 
et  al., 1999; Naqvi et  al., 2013; Yang and 
Lee, 2016; Benevene et al., 2018; etc.), work 
values (Chin-Chih, 2006), job involvement 
(Chin-Chih, 2006), social responsibil-
ity (Yang and Lee, 2016; Allen et al. 2017; 
etc.), leadership (transactional leadership: 
Afshari and Gibson, 2016; transformation-
al leadership: Allen et al. 2017; ethical lead-
ership (Benevene et  al., 2018; etc.), well-
being (Maltin and Meyer, 2010; Dhondt 
et al., 2014; Schulz et al., 2017; etc.), profes-
sional competency (Karami et al., 2017), job 
choice, job autonomy, organizational iden-
tification is investigated by C. A. O’Reilly 
and D. F. Caldwell (1980), S. R. Naqvi et al. 
(2013), G. W. Allen et al. (2017) and others.

Organizational cynicism. So far, there 
is not particularly much research on this 
phenomenon (compared with the re-
search on organizational commitment 
published in the WoS database),  for ex-
ample, in the WoS database (during the 
period from 1990 to 2018), searching by 
title and the keywords “organizational 
cynicism”, as of 2018-12-04, the statistics 
is as follows: 1998 – 1 publication, 2000 – 2 
publications, 2002 – 1, 2003 – 1, 2004 – 2, 
2005  –  2, 2007  – 2, 2008  – 5, 2009  – 1, 
2010  – 2, 2011  – 2, 2012  – 1, 2013  – 6, 
2014 – 7, 2015 – 4, 2016 – 8, 2017 – 11, 
2018 – 10. Thus, the types of cynicism are 
analysed in research by J. W. Dean et al. 
(1998) and others; preconditions for the 
formation of cynicism were studied by 
M. Schraeder et  al. (2016), J.  A.  Abugre 
(2017), I. Topcu et  al. (2017) and oth-

ers; the kinds of cynicism are detailed by 
J.  W.  Dean et  al. (1998), T. J. Kim et  al. 
(2009) and others; the causes of cyni-
cism are discussed by J. L. Johnson and 
A.  M.  O’Leary-Kelly (2003), D. S. Chi-
aburu et al. (2013), S. Aslan and S. Eren 
(2014) and others; the consequences of 
cynicism for the organisation are distin-
guished by R. Abraham (2000), P. Brandes 
et al. (2008), S. R. Naqvi et al. (2013) and 
others; the consequences of cynicism for 
the employee emphasized C. Maslach 
(2003), A. R. Terzi and R. Derin (2016) 
and others. There was also analysed the 
relationship of organizational cynicism 
with other organizational phenomena 
such as: value incongruence, job auton-
omy, loyalty (Naus et  al., 2007a, 2007b; 
etc.), leadership (Schilling, 2008; Felfe, 
2008; Rubin et al., 2009; Mete, 2013; Po-
latcan, Titrek, 2014; Gkorezis et al., 2014; 
etc.), perceived organizational support 
and performance (Byrne, Hochwarter, 
2008; etc.), organizational citizenship be-
haviour (Wilkerson et al., 2008; etc.), per-
ceived corporate citizenship (Evans et al., 
2011), job satisfaction (Arabaci, 2010), 
employee deviance (Evans et  al., 2011), 
job insecurity (Cinar et  al., 2014), job 
burnout (Simha et  al., 2014), perceived 
organizational support (Kasalak, Aksu, 
2014), organizational commitment (Han 
et  al., 2013), and others. Nevertheless, 
there exists a lack of research that closely 
addresses organizational commitment 
and organizational cynicism; therefore, 
there is a relevant need for highlighting 
and defining the dimensions of the rela-
tionship of these phenomena.

The object of research: phenomena of 
organizational commitment and organi-
zational cynicism.

The aim of research: upon highlight-
ing the quintessence of organizational 
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commitment and organizational cyni-
cism, to distinguish the dimensions of the 
relationship of these phenomena.

Objectives of research:
1. To analyse the essence of organiza-

tional commitment for the employee–or-
ganization and the possibilities of increas-
ing it.

2. To analyse  the essence of the phe-
nomenon of organizational cynicism, 
causes of its emergence and the conse-
quences for the employee–organization 
relation.

3. To distinguish the dimensions of the 
relationship of organizational commit-
ment and organizational cynicism.

Methods of research. In the first part 
of the study, scientific research from the 
Web of Science Core Collection (Clarivate 
Analytics), Scopus and other scientific da-
tabases was selected; in the second part, 
the analysis and synthesis of scientific 
literature was conducted, also there were 
applied the methods of analogy, chronol-
ogy and comparison. 

The significance of organizational 
commitment for an employee–
organization relation and the 
possibilities to increase it

The phenomenon of organizational com-
mitment is analysed by scientists of psy-
chology, management and other fields. 
The description of the phenomenon “or-
ganizational commitment” is presented as 
acceptance of the organization’s aims and 
values, a clear willingness to maintain or-
ganizational dependence and a resolve to 
make a considerable effort in the name of 
the organization (Porter et al., 1974).

N. J. Allen and J. P. Meyer (1990), who 
presented an integrated approach to or-

ganizational commitment, analysing this 
phenomenon, pointed out that it can be 
defined by three components: affective, 
continuance, and normative commit-
ment. Affective commitment is acknowl-
edged as the strongest and most persistent 
indicator for the organization that seeks 
to implement aims and achieve results. 
Based on M. S. Lampinen et  al. (2017), 
employees with strong affective commit-
ment remain with the organization be-
cause they want it; employees with strong 
continuance commitment remain in the 
organizations because they have to do so; 
employees with strong normative com-
mitment remain in the organizations be-
cause they feel they must do so. S. Jiang 
et  al. (2018) supplement these thoughts 
pointing out that affective commitment 
means that employees create a relation-
ship with their organization, continuance 
commitment is created when it is too 
costly for employees to leave the organi-
zation for financial or moral reasons, and 
in the case of normative commitment em-
ployees cannot leave the organization due 
to the sense of responsibility they feel for 
the organization that employed them.

According to M. Franco and S. Franco 
(2017), in recent years, there has been a 
marked increase in research on organiza-
tional commitment and its bases. Accord-
ing to the authors, this growth manifested 
itself due to the academicians’ and man-
agers’ interests seeking to understand the 
relationships existing between the organi-
zation and the employees. It is highlighted 
that organizational commitment attracts 
both researchers’ and practitioners’ atten-
tion due to its positive impact on the or-
ganization and the employee (Maltin and 
Meyer, 2010). To understand what has the 
greatest influence on organizational com-
mitment, this phenomenon is compared 
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with various other phenomena revealing 
employees’ well-being. Employees’ well-
being is perceived as factors affecting em-
ployees’ health, quality of work environ-
ment and other characteristics related to 
workplace: employment, staff retention, 
training and other forms of involvement 
(Schulz et al., 2017). Employees who feel 
well-being at the workplace tend to be 
more committed to their organization.

As D. F. Caldwell et  al. (1990) point 
out, although the literature on organiza-
tion’s psychology devoted much attention 
to the construct of organisational com-
mitment, anyway, the focus was on the 
aspiration to identify the benefit to the 
organization if its employees are strongly 
engaged in executed activities. Mean-
while, the significance of commitment to 
the very employee is studied considerably 
less. Based on J. S. Adams’ (1963) equity 
theory, the employee is interested in hav-
ing a fair and equitable relation with the 
organization, while perceived injustice re-
sults in dampening motivation and, con-
versely, perceived organizational justice 
can increase the employee’s motivation as 
the employee will feel obligated to main-
tain a corresponding relation between 
him and the organization (Lazauskaitė-
Zabielskė et al., 2014). For this reason, the 
importance of organizational commit-
ment will be further discussed, analysing 
it both from the organization’s and the 
employees’ perspective.

The benefit of organizational com-
mitment to the organization. Analysing 
the phenomenon from the organization’s 
perspective, it can be observed that a high 
level of commitment positively affects the 
organization, as it encourages employ-
ees to work better and focus stronger on 
the goal (Jiang et  al., 2018). According 
to M.  Franco and S. Franco (2017), em-

ployees who are committed to the or-
ganization believe that their behaviour 
at work must be appropriate and moral. 
Organizational commitment is also an 
important factor assessing the employee’s 
willingness to contribute to the organiza-
tion’s goals (Memili et al., 2013). P. Naude 
et al. (2003) highlight that it takes time for 
employees to analyse the organization, its 
values and expectations and to relate all of 
these aspects to their own needs, benefit 
obtained or potential perspectives. How-
ever, the more employees are satisfied and 
the more strongly they associate them-
selves with the organization, the more 
positive they are with regard to the com-
mon goals of the organization.

Various scientific research indicates 
that committed employees tend to be-
come more involved and support their or-
ganization (Paul et al., 2016). Such factors 
as the feeling of belonging, mutual trust 
and assessment, open communication 
with colleagues, and open sharing of in-
formation in the organization are also as-
sociated with organizational commitment 
(Lampinen et al., 2017). In addition, com-
mitted employees make a more mean-
ingful personal contribution and better 
perform their functions at the workplace 
(Bangval et  al., 2017), which results in 
greater intensity of work (Angle and Per-
ry, 1981). Besides, employees’ commit-
ment enhances socially active behaviour 
(O’Reilly and Chatman, 1986) and loyalty 
(O’Reilly and Caldwell, 1980). Thus, in-
teracting with each other, all phenomena 
create shared benefit for the organization 
and its successful activities.

Finally, various studies confirm the fact 
that employees’ commitment to the or-
ganization gives a consistent competitive 
advantage (Jena et  al., 2017). Employ-
ees with a higher level of organizational 
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commitment are less likely to look for al-
ternate job offers, and it results in fewer 
errors at work. It is stated that work en-
vironments, which are strongly oriented 
towards achievement of goals and which 
promote a higher level of organizational 
commitment, have less conflict situations 
at work (Halbesleben and Tolbert, 2014). 
In addition, employers themselves value 
employees’ commitment and loyalty, be-
cause such employees perform tasks bet-
ter and are known for lower levels of ab-
sence (Mathieu and Zajac, 1990).

The benefit of organizational commit-
ment to the employee. Analysing the or-
ganizational commitment phenomenon 
from the employees’ perspective, first it 
can be pointed out that committed em-
ployees feel the meaningfulness of work 
and gratitude from managers, which re-
spectively determines their greater ef-
forts and better results (Lampinen et  al., 
2017). In other words, employees’ job 
satisfaction can increase their commit-
ment to the organization (Bangval et al., 
2017). Research conducted by K. Kotze 
and G. Roodt (2005) confirms that there 
is a strong positive relationship between 
employees’ job satisfaction and employ-
ees’ commitment to their organization, 
because alongside with the increasing 
employee job satisfaction, their commit-
ment to the organization increases (Mu-
eller et  al., 1994). In addition, the em-
ployees are also greatly concerned about 
the organization’s commitment to them, 
because if the organization appreciates 
them, this results in both financial (salary, 
promotion) and non-financial benefit (re-
spect, approval).

Employees’ commitment is also influ-
enced by career opportunities created at 
the workplace (Moon and Choi, 2017). It 
has been found that career-oriented com-

mitment can be an antecedent of organiza-
tional commitment. Employees’ successful 
career can be beneficial to organizations; 
therefore, it is relevant to them to ensure 
employees’ career development opportu-
nities. The more the organization appreci-
ates a particular profession, the more the 
interface between the career and organi-
zational commitment enhances (Bagraim, 
2003). According to A. Basak Ok and 
C. Vandenberghe (2016), bearing in mind 
that people nowadays are highly con-
cerned about their employment and ca-
reers, their career-oriented commitment 
can be as a beneficial form of affective 
commitment to the organization, which 
also generates benefit for the employee 
himself. Employee commitment is a nec-
essary factor seeking the organization’s 
growth and to increase employees’ moti-
vation (Ajgaonkar et  al., 2012). By their 
emotional attachment employees pay back 
to the organization for its commitment 
and care about them. As it has already 
been explained, for the employee himself 
commitment helps to discover the mean-
ing of work, job satisfaction, creates not 
only financial but also emotional benefit.

Possibilities of increasing organiza-
tional commitment. In the scientific lit-
erature, various authors present different 
solutions that can help to increase organi-
zational commitment. S. Jiang et al. (2018) 
distinguish the benefit of formalizing 
rules and clearness of employees’ work-
place, the importance of autonomy at 
work, integration in the workplace, stress 
management, organizational justice and 
provision of additional benefits to em-
ployees as well as the impact of employees’ 
work engagement and job satisfaction on 
increasing of organizational commitment. 
Organizational climate is also very im-
portant seeking organizational commit-
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ment (Bahrami et al., 2016). The authors 
point out that organizational climate en-
sures the relationship between leaders 
and the organization itself. The variables 
of organizational climate such as motiva-
tion, decision-making, communication, 
leadership and goal setting are significant 
prerequisites for the formation of organi-
zational commitment.

Other authors point out that affective 
commitment is enhanced by employees’ 
engagement in decision making (Jena 
et al., 2017). Employees are very apprecia-
tive when their proposals are listened to. 
A. Suliman and P. Iles (2000) explore in-
creasing of continuance commitment by 
providing additional benefits to employ-
ees. Benefit particularly increases con-
tinuance commitment, as the cost of leav-
ing the organization is high to employees, 
which determines their greater engage-
ment and willingness to stay in the organ-
ization. Among other solutions, G. Togna 
(2014) indicates promotion of internal 
communication, which contributes to in-
creasing of trust and commitment. L. Af-
shari and P. Gibson (2016) analyse the im-
portance of leadership. The authors point 
out that leaders’ behaviour and support 
are important for employees: this pro-
motes better quality work and employees’ 
greater satisfaction with obtained results. 
The importance of leaders’ support is also 
emphasised by K. A. Scott and D. Zweig 
(2016). In addition, one type of leadership 
is distinguished: transformational leader-
ship, which has a positive effect on affec-
tive and normative commitment (Allen 
et al., 2017). Strong and positive relation 
between transformational leadership and 
affective commitment is formed on the 
basis of motivating employees through 
emotions, the leader’s persuasive vision 

for employees to work together for the 
sake of the collective.

To sum up, it can be stated that organi-
zational commitment is related to and in-
fluences various different determinants of 
organizational success, such as: organiza-
tional citizenship behaviour, job involve-
ment, job satisfaction, a sense of belong-
ing to the organization, mutual trust and 
appreciation, open communication, open 
dissemination of information within the 
organization, assurance of meaningful-
ness of work, etc. Promotion of the devel-
opment of the said constituents ensures 
the overall benefit of organizational com-
mitment for both the organization and 
the employee.

The causes of organizational 
cynicism and its consequences for 
the employee/organization

The phenomenon of organizational cyni-
cism is abundantly analysed by scholars of 
various fields and trends (Dean et al., 1998; 
Wanous et al., 2000; Abraham, 2000; Sak, 
2018; Archimi et al., 2018; Li, Chen, 2018; 
Mignonac et al., 2018; Gokyer, Turkoglu, 
2018; Mousa, 2018; Munir et  al., 2018; 
Gkorezis et al., 2018; Schmitz et al., 2018; 
etc.). The very description of the phe-
nomenon “organizational cynicism” is 
presented as an attitude that is formed by 
the trends of faith, feelings and behaviour. 
Authors (Dean et  al., 1998; Kim et  al., 
2009; Terzi, Derin, 2016) distinguish three 
types of organizational cynicism: behav-
ioural, cognitive, and affective. Cognitive 
cynicism exists when employees think 
that the organization does not care about 
them and that it does not appreciate their 
contribution. In the employees’ opinion, 
the organization practices injustice, dis-
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honesty and insincerity. Affective cynicism 
encompasses emotional reactions such as 
irritation, tension and anxiety, dissatisfac-
tion, anger, pain or confusion. Such feel-
ings reduce motivation and commitment 
to the organization. Behavioural cynicism 
manifests itself by negative and degrad-
ing behaviour: organizational criticism, 
sarcastic humour, negative non-verbal be-
haviour, cynical interpretations of activi-
ties carried out in the organization, pes-
simistic predictions of the organization’s 
activities and future plans.

Causes of cynicism. Numerous studies 
in scientific literature deal with the causes 
of emergence of organizational cynicism 
(Dean et al., 1998; Johnson, O’Leary-Kelly, 
2003; Chiaburu et al., 2013; Aslan, Eren, 
2014; Topcu et al., 2017; etc.). Causes may 
be induced by the organization itself or 
personality traits. When analysing the or-
ganizational factors that determine cyni-
cism, it is pointed out that in most cases, 
manifestations of the organizational cyni-
cism attitude are directed to top executives 
who poorly represent the organization 
(Byrne, Hochwarter, 2008). Organization-
al cynicism is defined by the lack of trust 
in management, the belief that managers 
make use of their employees (Aslan, Eren, 
2014). In addition, cynicism particularly 
increases if employees feel the managers’ 
greed, their unethical behaviour in the or-
ganization, high-level competition (Dean 
et  al., 1998), managers’ irritation or irri-
tability (Johnson, O’Leary-Kelly, 2003) 
or if they envisage that managers act only 
considering the organizational benefit of 
business and that such management will 
not be changed in the future (Dean et al., 
1998; Aslan, Eren, 2014). In other words, 
employees may think that management 
is incapable to meet their expectations or 
that the management itself chooses not 

to meet the employee’s expectations and, 
therefore, cannot be trusted (Wanous 
et  al., 2000; Cole et  al., 2006). Finally, 
cynicism is promoted by the lack of the 
manager’s assistance, leaders’ hypocrisy 
(Johnson, O’Leary-Kelly, 2003).

One of the most important and most 
emphasized causes of cynicism is the 
named psychological contract violation 
that not only harms employer-employee 
relationships but also further leads to em-
ployee’s disappointment and distrust in 
organizations (Cartwright, Holmes, 2006). 
The psychological contract violation caus-
es employees’ negative attitude and nega-
tive behaviour towards their organization 
(Kuang-Man, 2013). The impact of the 
psychological contract violation is much 
stronger than the stakeholders’ expecta-
tions because it reduces employees’ job sat-
isfaction and increases willingness to leave 
the organization. Cynical employees have 
doubts about the fairness of the informa-
tion provided to them in the organization, 
and they feel exploited for better results of 
the company, which results in the loss of 
employees’ trust in the organization and 
its management.

Another widely studied cause of or-
ganizational cynicism is organizational 
change, since organizational problems 
and crises caused by unsuccessful imple-
mentation of organizational change ob-
jectives and bad outcomes result in a par-
ticularly high increase of cynicism (Aslan, 
Eren, 2014; Ozer et al., 2014; Topcu et al., 
2017; etc.). Cynical feelings about change 
particularly increase if the attempts of 
earlier change were unsuccessful or if new 
ineffective change programs are constant-
ly proposed in the organisation (Bernerth 
et al., 2007). For these reasons, cynical em-
ployees have doubts about their mangers’ 
declarations (Reichers et  al., 1997). It is 
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very important to assess whether em-
ployees clearly perceive the importance 
of future changes. If employees do not be-
lieve or do not understand what results of 
change are to be achieved, they will clearly 
demonstrate resistance, which comes to 
prominence in the form of cynicism. If 
leaders lack fairness while implementing 
organizational change, it is also likely that 
employees will be disappointed, angry 
and cynical (Bernerth et al., 2007). Final-
ly, it is important to note that even if there 
were mistakes in the implementation of 
organizational change or wrong informa-
tion was provided to employees, the cyni-
cism of the organization’s employees can 
be reduced by simply acknowledging the 
mistakes made (Schraeder et  al., 2016). 
Any involvement of employees and shar-
ing of information is significant seeking a 
more open attitude in the implementation 
of organizational change.

Finally, it is important to point out that 
although cynicism often results from un-
successful organizational change, it is also 
a major barrier to organizational change 
programs (Aslam et  al., 2016). Cynical 
employees generally do not tend to believe 
in change and its importance and signifi-
cance. P. Brandes et al. (2008) emphasize 
that various studies confirm the impact of 
cynicism on employees’ attitude to change 
taking place in the organization. Such em-
ployee cynicism has two main elements: 
employees pessimistically assess the suc-
cess of change and blame responsible per-
sons for the lack of motivation (Wanous 
et  al., 2000). Thus, cynical employees 
negatively assess organizational change; 
and even if employees accept change, but 
it is unsuccessful, as a consequence, even-
tually, organizational cynicism is anyway 
induced.

Another important antecedent that 
causes organizational cynicism is the lack 
of autonomy and independence at work 
(Naqvi et  al., 2013). If employees feel 
separated from decision-making while 
working, their job satisfaction decreases 
with time, they become cynical and less 
committed to their organization. S.  Sha-
harruddin and F. Ahmad (2015) state 
that provision of autonomy in the work-
place can help to reduce cynicism. This is 
very important in the context of another, 
the already discussed cause of cynicism – 
organizational change. Employees are 
more inclined to be cynical with regard 
to change when they lack significant op-
portunities to participate in decision-
making or if they are not informed what 
is happening at their workplace in general 
(Bernerth et  al., 2007). For this reason, 
organizations seeking to reduce cynicism 
and ensure the greater employee involve-
ment should focus on organizational em-
powerment by giving employees greater 
freedom to make independent decisions 
and make greater influence on their work 
(Abdullah et al., 2015).

It can be seen that scientific literature 
presents many and different attitudes to the 
causes of the emergence of organizational 
cynicism. This list is supplemented by 
M. S. Cole et al. (2006), who state that the 
main causes of cynicism are perceived or-
ganizational support, poor administrative 
competency, distrust in administration and 
work environment. A. J. Naus et al. (2007a, 
2007b) note that organizational cynicism is 
caused by insufficient social support, insuf-
ficient promotion, goal conflicts, increas-
ing organizational complexity, failure to 
keep promises, inability to make efficient 
decisions, ineffective communication or 
lack of it, unfair distribution of power, ab-
sence of justice (Bommer et al., 2004).
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Other sources of dissatisfaction con-
tributing to the growth of employees’ 
negative attitude are scandals in the or-
ganisation, wasted funds of the company 
(Johnson, O’Leary-Kelly, 2003), role con-
flict in the organization, high hierarchy, 
inequality, long working hours, redun-
dancies, confusing internal policy, uneth-
ical behaviour, week interaction between 
organizational results, the manager and 
employee (Davis, Gardner, 2004). Cyni-
cism is also promoted by the lack of re-
sources, high level of stress, the belief that 
managers get unreasonably high salaries, 
the perception that job requirements are 
too high (Schraeder et  al., 2016). When 
employees perceive that the company sat-
isfies only its needs and is oriented only 
to its expectations, their cynicism with 
regard to the organization gradually in-
creases. Dissatisfaction with personal and 
organizational expectations, high-level 
competition, goal conflict, increased level 
of organizational chaos can also induce 
cynicism (Ozer et al., 2014).

Organizational cynicism can be 
caused not only by organizational but also 
by personal factors. Such named factors 
are age, gender, marital status, seniority, 
income, education, professional status, as 
well as anxiety, distrust, disappointment 
and humiliation (Terzi, Derin, 2016). D. 
S. Chiaburu et  al. (2013) also mention 
that demography, the employee’s previ-
ous positive or negative experience can be 
considered the antecedents of cynicism. 
Thus, it can be assumed that organization-
al cynicism is more often the result of the 
organization itself and not of the person’s 
personal traits.

The consequences of cynicism for 
the organization. As pointed out by 
S.  R.  Naqvi et  al. (2013), organizational 
cynicism is one of the main problems hin-

dering to achieve organizational goals and 
success; therefore, the number of studies 
on organizational cynicism is increas-
ing, as it is important for organizations 
to understand not only the causes of or-
ganizational cynicism but also the conse-
quences induced. The conducted research 
confirmed the negative impact of cyni-
cism on work results, assessing them both 
at the individual and organizational level 
(Brandes et al., 2008).

Organizational cynicism is related to 
many negative and undesirable results, 
such as low level of satisfaction and com-
mitment, poor civic behaviour (Johnson, 
O’Leary-Kelly, 2003), employee turnover 
(Aslam et  al., 2016). Decreased job sat-
isfaction, the absence of organizational 
commitment and public spirit give rise to 
negative consequences: employees’ disap-
pointment with work is increasing (Terzi, 
Derin, 2016, qtd. in Abraham, 2000). In 
other words, the employee’s cynicism is 
negatively related to motivation for work 
(Wanous et al., 2000). Studies demonstrat-
ed that the consequences of organization-
al cynicism might manifest themselves 
by passive participation in the activities 
of the organization, poor performance, 
low level of morals, and high absenteeism 
(Johnson, O’Leary-Kelly, 2003). There are 
also many studies that prove that cyni-
cism has a negative impact on employees’ 
loyalty, motivation and teamwork conti-
nuity (Ozer et al., 2014), since cynical em-
ployees do not trust others, they are less 
helpful (Kim et al., 2009; West et al., 2015; 
Terzi, Derin, 2016; Collins, 2017; etc.).

The consequences of cynicism for the 
employee. Analysing the consequences 
of cynicism for the employee, based on 
various studies, Terzi and Derin (2016) 
state that organizational cynicism gives 
rise to a certain negative impact related to 
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psychological consequences: separation, 
emotional disturbance, depression, fa-
tigue, exhaustion, disappointment, anger, 
indignation, aggression, tension and anxi-
ety. Cynicism causes such consequences 
as: emotional exhaustion, loss of commu-
nication with the organization, distrust 
(Brandes et  al., 2008), anger, shame and 
hopelessness (Aslan, Eren, 2014). Maslach 
(2003) emphasizes that namely cynicism, 
along with exhaustion and lack of efficacy 
and activeness are acknowledged as com-
ponents exhausting human resources of 
the organization.

For these reasons, organizational cyni-
cism leads to pessimistic, degrading and 
critical behavioural trends (Ozer et  al., 
2014). Cynicism manifests itself by nega-
tive, degrading behaviour such as: criti-
cism towards the organization, sarcastic 
humour, negative non-verbal behaviour, 
cynical interpretations of organizational 
events, pessimistic predictions about the 
future of the organization, etc. (Dean 
et  al., 1998). Cynicism is also related to 
employees’ scepticism, doubts, disbelief, 
pessimism, negativity, lack of trust (Top-
cu et al., 2017). Such degrading forms of 
behaviour are associated with a weaker 
sensation that the organization has some 
kind of personal meaning (Naus et  al., 
2007a, 2007b).

Finally, various organizational prob-
lems cause monotony, anxiety and doubts 
(Topcu et al., 2017). U. Aslan and S. Eren 
(2014) as negative effects distinguish in-
difference, withdrawal, separation, hope-
lessness, distrust, and suspicion. Cyni-
cism can be expressed by alienation and 
negative feelings towards a particular 
person, group, ideology or society, while 
the employees’ negative attitude can be 
characterized as an inclination towards 
tendentious disappointment, critical and 

negative activity directed against the or-
ganization. The factors promoting organi-
zational cynicism and their consequences 
for the employee-organization are de-
tailed in Table 1.

Thus, the analysis of the causes and 
consequences of organizational cyni-
cism enables to state that there are sig-
nificantly more organizational factors 
promoting the emergence of employees’ 
cynicism than personal factors formed 
by the employees’ nature; therefore, it is 
more likely that organizational cynicism 
will be formed by the organizational envi-
ronment. Organizational cynicism causes 
numerous negative consequences for 
employees: it is related to emotional ex-
haustion, which is promoted by psycho-
logical cynicism-induced problems, such 
as anxiety, stress, aggression, depression 
and physical cynicism-induced problems, 
such as overwork, exhaustion, etc. Organ-
izational cynicism has a significant nega-
tive impact on the organization. Cynical 
employees lose motivation both with re-
gard to work and organizational perfor-
mance, which reduces the level of their 
effort that determines poor performance. 
Increased cynicism promotes alienation, 
negative behaviour that degrades the or-
ganisation and its performance and weak 
self-identification with the organization 
due to which employees eventually leave 
the organization.

Dimensions of the relationship 
between organizational commitment 
and organizational cynicism

In previous sections, we discussed the 
essential features of organizational com-
mitment and organizational cynicism, 
the causes promoting one or another 
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Table 1. Summary of factors and consequences of organizational cynicism

Factors Authors
Organizational factors promoting organizational cynicism

Doubts about the organization’s integrity Dean et al., 1998; etc.
Excessive organizational requirements, unreasonably high salaries of 
managers

Schraeder et al., 2016; etc.

High level of stress Lambert, 2004; Ozer et al., 2014; etc.
Redundancies and high turnover of employees Aslam et al., 2016; Davis, Gardner, 

2004; etc.
Insufficient social and organizational support, especially from managers Cole et al., 2006; Naus et al., 2007a, 

2007b; etc.
Insufficient promotion, unfulfilled expectations, failure to keep promises 
of the organization, poor communication, ineffective decision-making, 
unbalanced distribution of authority

Bommer et al., 2004; etc.

Poor leadership skills, poor administrative competence Cole et al., 2006; Kuang-Man, 2013; etc.
Violation of the psychological contract Johnson, O’Leary-Kelly, 2003; Linde, 

2015; etc.
Role conflict, inequality, conflict of goals, high hierarchy, long working 
hours

Davis, Gardner, 2004; etc.

Confusing internal policy, organizational complexity and chaos Davis, Gardner, 2004; Ozer et al., 
2014; etc.

Unethical behaviour, dishonesty, lack of justice Dean et al., 1998; Kuang-Man, 2013; etc.
Unsuccessful organizational changes Ozer et al., 2014; etc.
Distrust of leadership, leaders’ hypocrisy Johnson, O‘Leary-Kelly, 2003; Wanous 

et al., 2000; etc.
High competition Dean et al., 1998; etc.
Waste of the company’s funds, lack of resources Johnson, O‘Leary-Kelly, 2003; etc.

Personal factors promoting organizational cynicism
Demography Chiaburu et al., 2013; etc.
Previous work experience Cole et al., 2006; etc.
Age, sex, education Lambert et al., 1999; etc.
Marital status, seniority, income, professional status Terzi, Derin, 2016; etc.
Distrust, despair and degradation Aslam et al., 2016; etc.

Consequences of organizational cynicism
Decreased job satisfaction Arabaci, 2010; Terzi, Derin, 2016; Sak, 

2018; etc.
Decreased commitment to the organization, loss of loyalty Naus et al., 2007a; Kim et al., 2009; 

Ozer et al., 2014; etc.
Low level of organisational identification, low level of citizenship 
behaviour

Collins, 2017; Lazauskaitė-Zabielskė 
et al., 2014; etc.

Decreased level of effort, low level of engagement Dean et al., 1998; Naqvi et al., 2013; etc.
Avoiding of responsibilities, poor results Johnson, O’Leary-Kelly, 2003; etc.
Isolation, alienation, high turnover of employees Brandes et al., 2008; etc.
Loss of motivation Collins, 2017; etc.
Negative behaviour, degrading the organization and its activities Dean et al., 1998; etc.
Emotional exhaustion of employees, physical and psychological problems Brandes et al., 2008; etc.
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phenomenon and the consequences for 
the organization and the employee. Some 
studies demonstrate that organizational 
cynicism and organizational commitment 
have common points of relationship. For 
example, R. L. Volpe et  al. (2014), who 
investigated the impact of organizational 
cynicism on doctors and nurses working 
in the US health care institutions, found 
that all three types of organizational cyni-
cism (dispositional, global and local) are 
related to the commitment to the organi-
zation, job satisfaction, and intentions 
to leave a job. J. Han et al. (2013) found 
that organizational cynicism and organi-
zational commitment were found to have 

a direct effect on turnover intention. 
However, in many studies, organizational 
cynicism and organizational commitment 
are dealt with separately. The comparison 
of the causes and consequences of both 
phenomena named in different studies 
enables to distinguish several dimensions 
where these phenomena have common 
points of relationship. These dimensions 
are concisely presented in Table 2.

Thus, on the one hand, organizational 
cynicism has a negative impact on or-
ganizational commitment by reducing 
it (Bernerth et  al., 2007; Saleem et  al., 
2018), on the other hand, we see that 
both phenomena can affect both loyalty, 

Table 2. Relationship of organisational cynicism and organisational commitment

Dimension Links
Authors

Organizational 
commitment Organizational cynicism

Loyalty Organizational commitment is also re-
lated to greater loyalty to the organiza-
tion, while organizational cynicism is 
related to lesser loyalty.

O’Reilly, Caldwell, 
1980; Mathieu, 
Zajac, 1990; etc.

Naus et al., 2007a;
Kim et al., 2009;
Ozer et al., 2014; etc.

Organisational 
citizenship 

Relate through disappointment in the 
organization.

Ajgaonkar et al., 
2012; Terzi, Derin, 
2016; etc.

Johnson, O’Leary-Kelly, 2003; 
Wilkerson et al., 2008; 
Lazauskaitė-Zabielskė et al., 
2014; 
Collins, 2017; etc.

Leadership Relate through leaders’ behaviour and 
ethics and support recognised in it.

Afshari, Gibson, 
2016; Scott, Zweig, 
2016; Allen et al., 
2017; etc.

Wanous et al., 2000; Johnson, 
O’Leary-Kelly, 2003; etc.

Job satisfaction While job satisfaction promotes greater 
commitment, organizational cynicism is 
related to lesser job satisfaction.

Kotze, Roodt, 
2005; Bangval 
et al., 2017; etc.

Kuang-Man, 2013; Ozer et al., 
2014; Volpe et al. 2014; Shaha-
rruddin, Ahmad, 2015; etc.

Motivation Negative experiences of employees 
(tension, anxiety, dissatisfaction, anger, 
confusion, etc.) are related to growing 
organizational cynicism and declining 
commitment to the organization.

Ajgaonkar et al., 
2012; etc.

Dean et al., 1998; Wanous 
et al., 2000; Kim et al., 2009; 
Terzi, Derin, 2016; Collins, 
2017; etc.

Quitting the 
job

Like organizational cynicism, declining 
organizational commitment is related 
to more frequent intentions to leave the 
organization.

Allen, Meyer, 1990; 
Lampinen et  al., 
2017; etc.

Volpe et al. (2014), etc.
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organizational citizenship and job satis-
faction, motivation and intentions to leave 
the organization. In addition, leadership 
is a multidimensional factor that can both 
promote organizational cynicism and 
minimize it as well as ensure organiza-
tional commitment. As demonstrated in 
the study conducted by J. M. Dobbs and 
J. J. Do (2018), there is a link between tox-
ic leadership and organizational cynicism. 
That is, persons who have traits of “toxic 
leaders” are more negative about their or-
ganization, demonstrating their cynical 
attitude. Organizational cynicism simul-
taneously influences lesser organizational 
commitment too. In other words, organi-
zational commitment and organizational 
cynicism are not only closely related and 
interacting phenomena, but they are also 
variables involved in the dynamics of mo-
tivation, job satisfaction and other factors, 
which is important to consider conduct-
ing research.

Conclusions

Scientific literature distinguishes three 
main forms of organizational commit-
ment: emotional (employees remain with 
the organization because they want it), 
continuous (employees remain in the or-
ganization because they have to do this), 
and normative (employees remain in the 
organization because they feel they must 
stay in it) commitments. Analysing the 
phenomenon of cynicism, three main 
forms, analysed in the research, are also 
distinguished: cognitive (employees feel 
that the organization does not care about 
them), emotional (encompasses nega-
tive emotional reactions) and behavioural 
(negative, degrading behaviour) cynicism.

Organizational commitment is de-
scribed as links between the person and 
the organization, which can be explained 
by employees’ behaviour that is deter-
mined by certain financial or emotional 
investment, or by psychological attitude, 
which emphasizes employees’ psycho-
logical attachment. Organizational com-
mitment is also perceived as the person’s 
identification or the level of the person’s 
participation in the organization, which 
defines the employee’s trust in the or-
ganization, acknowledgement of its goals 
and values, and the desire to remain the 
member of the organization. Meanwhile, 
organizational cynicism is named as em-
ployees’ sceptical attitude arising from a 
critical approach while assessing the mo-
tives, actions and values of the organiza-
tion’s behaviour. Such approach manifests 
itself by the belief that the organization 
does not have moral harmony and such 
principles as justice, honesty and sincer-
ity are sacrificed for the sake of organiza-
tional gain. In recent years, organizational 
cynicism is named as a consequence and a 
certain way of self-defence for employees 
who negatively assess principles, values or 
actions promoted in their organization. 
Thus, it can be noticed that organizational 
commitment and organizational cynicism 
are related by a cause-consequence link.

Employees’ cynical behaviour may 
emerge if employers expect from their em-
ployees more than they can give or if em-
ployers themselves do not give their em-
ployees any additional added value. Every 
organization itself must show its commit-
ment to employees if it expects the same 
from them. Otherwise, employee cyni-
cism, which is named as one of the most 
serious today’s challenges for organiza-
tions, is induced. It is important to empha-
sise that both organizational commitment 
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and organizational cynicism are related 
and affect various phenomena determin-
ing the organization’s success, such as: or-
ganisational public spirit, organizational 
involvement, job satisfaction, the sense 
of belonging to the organization, mutual 
trust and assessment, open communica-
tion, open dissemination of information, 
assurance of meaningfulness of work, etc. 
Promotion of the said; i.e. positive, con-
stituents ensures overall benefit of organi-
zational commitment received by both the 
organisation and the employee. Converse-
ly, the absence of the interaction between 
these phenomena determines employees’ 
cynicism, which results in employees’ neg-
ative emotions and behaviour, giving rise 
to negative consequences for the organisa-
tion as well. These are important points to 
be taken into account conducting the re-
search dealing with loyalty, organizational 
citizenship, leadership, job satisfaction, 
motivation and circumstances of quitting 
the job, which should provide a complex 
evaluation of the links between organi-
zational commitment and organizational 
cynicism and the influence on both the 
employee and the organization.

Recommendations

Seeking to increase employee commit-
ment and reduce cynicism, organisations 
should focus on the creation of additional 
benefits for employees, but it is likely that 
the implementation of proposed solutions 
can be limited by time and / or financial 
resources of organisations. For this reason, 
it is proposed to the organizations to pe-
riodically carry out employees’ surveys in 
order to identify what additional benefits 

are most appreciated in a particular organ-
ization, this way seeking to use resources 
rationally and focus primarily on the most 
problematic areas. Consistent data collec-
tion will enable to develop strategic ways 
of solving problems, this way seeking to 
avoid emergence of new problem situa-
tions. It is also recommended to formal-
ize rules, provisions, standards, behaviour 
and various processes at the workplace, to 
consistently combine various measures 
reducing organizational cynicism and in-
creasing organizational commitment, and 
to evaluate the expectations and values of 
newly recruited employees. It should be 
emphasized that the psychological con-
tract begins with the recruitment of new 
employees in the organisation; therefore, 
it is important to ensure that the attitudes 
and values of new employees and the or-
ganization coincide so that it is easier to 
create mutual promises and later comply 
with them. Otherwise, both the employee 
and the organization will be dissatisfied 
with non-implementation of initial ex-
pectations. And lastly, monitoring is re-
quired organising not only, for example, 
annual employee assessment interviews 
but also regular (both formal and infor-
mal) managers’ meetings with employees, 
discussing and evaluating how employees’ 
attitude towards emerging challenges is 
changing, finding out how employees are 
doing at their workplaces in general. In 
further research, it would be meaningful 
to empirically test the links between loyal-
ty, organizational citizenship, leadership, 
job satisfaction, motivation and quitting 
the job in the overall context of mutual 
interactions between organizational com-
mitment and organizational cynicism.
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ORGANIZACINIO ĮSIPAREIGOJIMO IR ORGANIZACINIO CINIZMO KVINTESENCIJA

S a n t r a u k a

Mokslinėje literatūroje išskiriamos trys pagrindi-
nės organizacinio įsipareigojimo formos: emocinis 
(darbuotojai išlieka su organizacija, nes jie to nori), 
tęstinis (darbuotojai lieka organizacijoje, nes jie turi 
tai daryti) ir norminis (darbuotojai lieka organiza-
cijoje, nes jie jaučia, kad privalo joje pasilikti) įsipa-
reigojimas. Analizuojant cinizmo reiškinį, taip pat 
išskiriamos trys pagrindinės ir šiame darbe apta-
riamos jo formos: kognityvinis (darbuotojai mano, 
kad jie nerūpi organizacijai), emocinis (apima nei-
giamas emocines reakcijas) ir elgesio (negatyvus, 
žeminantis elgesys) cinizmas.

Organizacinis įsipareigojimas apibūdinamas 
kaip asmens ir organizacijos ryšiai, kurie gali būti 
aiškinami darbuotojų elgesiu, lemiamu tam tikrų 
finansinių arba emocinių investicijų, arba psicho-
loginio požiūrio, kuris akcentuoja psichologinį dar-
buotojų prisirišimą. Organizacinis įsipareigojimas 
taip pat suvokiamas kaip asmens identifikavimas, 
arba asmens dalyvavimo organizacijoje lygis, kuris 
apibrėžia darbuotojo pasikliovimą organizacija, jos 
tikslų ir vertybių pripažinimą bei troškimą likti or-
ganizacijos nariu. O organizacinis cinizmas įvardi-
jamas kaip skeptiškas darbuotojų požiūris, kylantis 
dėl kritiško požiūrio vertinant organizacijos elgesio 
motyvus, veiksmus ir vertybes. Toks požiūris pasi-
reiškia tikėjimu, kad organizacija neturi moralinės 
darnos, o tokie principai kaip teisingumas, sąžinin-
gumas ir nuoširdumas yra aukojami dėl organiza-
cinės naudos. Pastaraisiais metais organizacinis 
cinizmas įvardijamas kaip padarinys bei tam tikras 
savigynos būdas darbuotojams, kurie neigiamai 
vertina savo organizacijoje skatinamus principus, 
vertybes ar veiksmus. Taigi, tarp organizacinio įsi-
pareigojimo ir organizacinio cinizmo galima matyti 
priežasties – pasekmės ryšį. 

Ciniško darbuotojų elgesio priežastys gali būti 
nulemtos, jeigu darbdaviai tikisi iš darbuotojų dau-
giau nei jie gali duoti arba jeigu patys darbdaviai 
neduoda savo darbuotojams jokios papildomos pri-
dėtinės vertės. Kiekviena organizacija pati turi rodyti 
savo įsipareigojimą darbuotojams, jeigu to paties ti-
kisi iš jų. Priešingu atveju – sukeliamas darbuotojų 
cinizmas, kuris įvardijamas kaip vienas rimčiausių 
šių dienų iššūkių organizacijoms. Svarbu išskirti, kad 
tiek organizacinis įsipareigojimas, tiek ir organiza-
cinis cinizmas yra siejami ir daro poveikį įvairiems, 
organizacijos sėkmę lemiantiems reiškiniams, to-
kiems kaip: organizacinis pilietiškumas, įsitraukimas 
į organizaciją, pasitenkinimas darbu, priklausomy-
bės organizacijai jausmas, tarpusavio pasitikėjimas 
ir vertinimas, atviras bendravimas, atviras informa-

cijos skleidimas, darbo prasmingumo užtikrinimas 
ir pan. Skatinant minėtų, t. y. pozityvių, dedamųjų 
vystymąsi užtikrinama bendra tiek organizacijos, 
tiek ir darbuotojo gaunama organizacinio įsipareigo-
jimo nauda. Ir priešingai – sąveikos tarp šių reiški-
nių nebuvimas lemia darbuotojų cinizmą, sukeliantį 
negatyvias darbuotojų emocijas bei elgesį, dėl to kyla 
neigiamų padarinių ir organizacijai. Į tai svarbu atsi-
žvelgti tyrimuose, nagrinėjant lojalumą, organizacinį 
pilietiškumą, lyderystę, pasitenkinimą darbu, moty-
vaciją ir išėjimo iš darbo aplinkybes, kur būtų kom-
pleksiškai įvertintos organizacinio įsipareigojimo ir 
organizacinio cinizmo sąsajos bei įtakos. 

Organizacijos, siekdamos padidinti darbuotojų 
įsipareigojimą ir sumažinti cinizmą, turėtų orientuo-
tis į papildomų naudų darbuotojams kūrimą, tačiau 
tikėtina, kad pasiūlytų sprendimų įgyvendinimą gali-
mai gali riboti laiko ir / arba finansiniai organizacijų 
ištekliai. Dėl šios priežasties organizacijoms siūloma 
periodiškai atlikti darbuotojų apklausas tam, kad 
būtų nustatyta, kokios papildomos naudos yra la-
biausiai vertinamos konkrečioje organizacijoje, taip 
siekiant racionaliai panaudoti išteklius ir pirmiausia 
susikoncentruoti į labiausiai problemines sritis. Nuo-
seklus duomenų rinkimas leis sukurti strateginius 
problemų sprendimo būdus, taip siekiant išvengti 
naujų probleminių situacijų susidarymo. Taip pat 
rekomenduojamas taisyklių, nuostatų, standartų, el-
gesio ir įvairių procesų darbo vietoje formalizavimas, 
nuoseklus įvairių organizacinio cinizmo mažinimo 
ir organizacinio įsipareigojimo didinimo priemonių 
derinimas, naujai priimamų darbuotojų lūkesčių ir 
vertybių įvertinimas. Akcentuotina, kad psichologi-
nis kontraktas pradedamas į organizaciją priimant 
naujus darbuotojus, todėl svarbu užtikrinti, kad su-
taptų naujų darbuotojų ir organizacijos požiūriai bei 
vertybės tam, kad būtų lengviau sukurti abipusiai įsi-
pareigojimai ir vėliau jų laikomasi. Kitu atveju, tiek 
darbuotojas, tiek organizacija bus nepatenkinti dėl 
pradinių lūkesčių neįgyvendinimo. Ir galiausiai bū-
tinas monitoringas, organizuojant ne tik, pavyzdžiui, 
metinius darbuotojų vertinimo pokalbius, bet ir re-
guliarius (tiek formalius, tiek ir neformalius) vadovų 
ir darbuotojų susitikimus, aptariant ir įvertinant, kaip 
keičiasi darbuotojų požiūris į kylančius iššūkius, išsi-
aiškinant, kaip apskritai darbuotojams sekasi jų dar-
bo vietose. Tolimesniuose tyrimuose būtų prasminga 
empiriškai patikrinti lojalumo, organizacinio pilietiš-
kumo, lyderystės, pasitenkinimo darbu, motyvacijos 
ir išėjimo iš darbo sąsajas bendrame organizacinio 
įsipareigojimo ir organizacinio cinizmo tarpusavio 
sąveikų kontekste.
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