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Abstract 

Purpose: The purpose of this study is to examine the effects of job 

stress and cynicism on work alienation in nurses. Three distinct 

contributions beyond the existing literature are examined. First, 

cynicism is positioned as a mediator in the relationship between job 

stress and work alienation. Second, the differences in job stress, 

cynicism and work alienation according to demographic variables are 

investigated.  

Design/methodology/approach: A quantitative survey was carried 

out among the one of the largest public hospitals in Istanbul, Turkey. 

The data from 199 nurses was collected via surveys and SPSS 

Statistics version 18.0 and these were employed as statistical 

techniques to carry out the objectives of the study. 

Findings: It was determined that there was a significant relationship 

between job stress, cynicism and work alienation. According to the 

aim of this research it was concluded that cynicism is a partial 

mediator in the relationship between job stress and work alienation. 

The results indicate that cynicism and work alienation on the part of 

the participants differs according to organization seniority.  

Originality/value: The main objective of this study is to focus on the 

problem of job stress, cynicism and work alienation. Few studies have 

been carried out on these topics in the health sector in the context of a 

developing country. The original nature of this research is that it fills 

in the gaps in this topic. The health care sector was selected for this 

study for a number of reasons. First, health care is one of the most 

important and rapidly growing sectors in Turkey. Second, it is a huge 

economic power in the Turkish economy. Third, a literature review 

demonstrates that job stress, cynicism and work alienation are 

important topics for success in the health sector. Thus, it is expected 

that this research will contribute to the success of the health sector. 
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Introduction 

The health sector is one of the growing sectors in the Turkish economy; for this reason, 

many professionals attempt to solve the problems that are inherent in this sector while 

also exploring the ways in which to increase success in the sector (Sulu, Ceylan, 2010). 

Job stress plays an important role in the success of any sector. Almost every problem 

that people come across in their life is related to stress. There is increasing evidence that 

nurses experience job stress in their working life which causes physical and mental 

problems. It was discovered that job stress not only affect nurses at work, but also their 

social life, including families and friends. This has also been established by reviews of 

public opinion or news in the media. The job stress level of nurses also affects the 

success of their work (Moustaka, Constantinidis, 2010). Job stress can cause an increase 

in issues such as cynicism and work alienation. In other words, cynicism and work 

alienation could increase due to job stress, as cynicism includes negative employee 

attitudes and negative behavioral outcomes of employees. Work alienation means that 

employees become isolated from the work and work activities (Ceylan, Sulu, 2010; 

Brandes, 1997). Moreover, both cynicism and work alienation have an impact on 

explaining the prosocial behavior of people in organizations (Poole, 1978). Thus, it is 

very important to understand the sources of job stress, cynicism and work alienation for 

nurses and to propose strategies to reduce or cope with it. Nurses, as individuals, deal 

with job stress, cynicism and work alienation in different ways. Some of them are able 

to solve these problems. However, others demonstrate negative behavior. For this 

reason, there is a need to discover what the impact of job stress on cynicism and work 

alienation is in the Turkish health sector. It is hoped that the findings of this study will 

be of value in academic research as an example from a developing country like Turkey.  

 

1. Literature Review 

1.1. Job Stress 
Even though there have been many views about the stress in the literature, researchers 

do not have common definition of stress (Parker and Decotis, 1983).  It is a topic that 

was originally related to physics. However, over time, the idea has been transferred to 

psychology (Azman, et al., 2013).  Stress is “the body’s reaction to a change that 

requires a physical, mental or emotional adjustment or response” (Rehman, et al., 2012). 

Furthermore, stress is a situation in which demands are made on the individual to 

perform duties that threaten to be beyond the skills and materials of the individual 

(Mansoor, et al., 2011). 

Even if there is no common definition of stress, job stress is “any characteristics of the 

job environment which pose a threat to the individual” (Beehr, Newman, 1978). In other 

words, job stress is generally defined as a “situation in which the individual is 

confronted with an opportunity, constraint, or demand on being, having, and/or doing 

what he or she desires and for which the outcomes are perceived as important and 

uncertain” (Chen, et al., 2011). That is, job stress is an individual psychological and 

physiological phenomenon that occurs when the individual is uncomfortable and when 

undesirable threats occur in the work environment (Azman, et al., 2013). People who 

work intensely with other people are more likely to be stressed. Professions that 

particularly suffer from stress are those in the field of “medicine, social work, nursing, 

teaching, public safety, child care and occupational therapy” (Suresh, et al., 2013).  

There are different factors that make jobs stressful; these are known as job stressors 

(Mansoor, et al., 2011). Job stressors include lack of social support, autonomy (Chen, et 

al., 2011), role conflict (Azman,et.al.,2013) role ambiguity (Rehman, et al., 2012),  lack 

of job satisfaction (Mansoor, et al., 2011) or organizational policies (Zhang, et al., 
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2011). In addition to this, time pressure, unfair rewarding for employees, responsibility 

for others, career progress, leadership style and organizational structure can all lead to 

employee job stress (Hsieh and Wang, 2012).  

In general, stress outcomes include psychological and physical symptoms and 

complaints (Ramasundaram and Ramasundaram, 2011). Job stress can lower 

employees’ performance and job satisfaction (Azman, et al., 2013; Rehman, et al., 

2012). Job stress is directly related to absenteeism, turnover, violence in work, and 

employee exhaustion (Ramasundaram, Ramasundaram, 2011), cynicism (Tükeltürk, et 

al., 2012) and work alienation (Michaels, et al., 1988). 

One research was carried out on 674 nurses; this study claimed that job stress is related 

to life stress (Johnston, et al., 2006). The research findings, made in universities in 

Malaysia, indicates that there is a positive relationship between role conflict,  role 

ambiguity, role overload and job stress (Azman, et al., 2013). Another study, which was 

made on 298 hotel supervisors in Taiwan, verified that task characteristics and workload 

are major job stress factors. According to research, one of the best ways to solve this 

problem is to develop coping strategies; that is, to set new strategies to solve the 

problem (Hu and Cheng, 2010). Research carried out on 319 kindergarten teachers 

claims that leisure activities decrease job stress and increase the quality of life (Kuo and 

Sun, 2011). Another study, carried out on 220 policemen, indicates that policemen are 

more stressed because of time pressure, not spending time with their families, political 

pressure and a lack of facilities. To solve the problem, the researcher claims that making 

changes in the organization and developing training programs could decrease the level 

of job stress for policemen (Suresh, et al., 2013). 

 

1.2. Cynicism 

Cynicism has a long history that can be traced back to the philosopher Antisthenes in 

the 4th century B.C. in ancient Greece (Bedeian, 2007). Goldner et.al. firstly studied 

topics of cynicism  and its consequences to the organizations and the employess. The 

study focusing on production of cynical knowledge (Goldner, Ritti, & Ference, 1977). 

Nowadays, it is a topic with many different aspects and applications, especially in social 

science disciplines, such as organizational behavior etc. (Cole, et al., 2006; Stanley, et 

al., 2005). Psychological contracts theory and affective events theory are the basis of 

cynicism. In psychological contracts theory, employees create an assumption of their 

employer that is dependent on general views about how organizations ought to act or 

what they have previously experienced. On the other hand, affective events theory 

asserts that work events can have an influence on work attitudes like frustration (Brown 

and Cregan, 2008). 

In prior studies, cynicism has been defined as “an attitude distinguished by a 'dislike for 

and distrust of others'“. This is “a generalized and specific attitude involving frustration, 

disillusionment, and negative feelings toward and distrust of a person, group, ideology, 

social convention, or institution or object(s)” (Andersson and Bateman, 1997). 

However, cynicism or social cynicism is different from organizational cynicism, as the 

former is related to the social world and not with employee(s) (Leung, et al., 2010). 

Organizational cynicism is defined by Dean that is a “negative attitude toward one's 

employing organization, comprising three dimensions: (1) a belief that the organization 

lacks integrity; (2) negative affect toward the organization; and (3) tendencies to 

disparaging and critical behaviors toward the organization that are consistent with these 

beliefs and affect” (Dean, et al., 1998). Organizational cynicism is concerned with the 

employees’ belief that their employers have a lack of integrity (Leung, et al., 2010). In 
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short, organizational cynicism refers to a distrust or doubt about the management (Li, 

2011).  

The concept of organizational cynicism has “cognitive, affective and behavioral” 

components. (Stanley, et al., 2005; Tükeltürk et al., 2012). With the cognitive 

dimension, an organizational employee feels that there is a lack of integrity in the 

organization. They believe that their personal values and aims are not in harmony with 

those of the organization. The affective dimension consists of the employee’s powerful 

emotional reactions towards the organization. When employees think about the 

organization they feel negative emotions, such as anger or disgust. The behavioral 

dimension consists of employees’ negative behavioral tendencies towards the 

organization. In other words, this is the expression of powerful criticisms about the 

organization, which can take various forms, such as propounding that there is a lack of 

intimacy and honesty in the organization (Dean, et al., 1998).  

There are some factors that influence organizational cynicism. Some of these factors are 

too much stress, inadequate social support, increased organizational complexity, lack of 

communication (Tükeltürk, et al., 2012), workload, role conflict, low autonomy, low 

assertiveness, top management's credibility (Kothandaraman, Agnihotri, 2012), top 

management salaries, poor organizational performance or layoffs  (Nair and 

Kamalanabhan, 2010). Perceived violations of the psychological employment contract 

or organization experiences with an employer can significantly influence cynicism 

about a new employer (Johnson and O'leary-Kelly, 2003). Leadership skills, 

organizational support, managerial incompetence, trust in management and work 

environment have been found to be predictors of cynicism (Cole, et al., 2006). Some 

evidence indicates that employees' emotional reactions, unfair interpersonal treatment 

(Dolen, et al., 2012) and employees’ hopelessness about their future can predict 

cynicism (Pugh, et al., 2003). Meanwhile, employee behavior, such as withholding 

effort, acting rudely to others, stealing or covering up mistake play a key role in 

cynicism (Evans, et al., 2011).  

Cynicism can cause important negative outcomes, such as employee resistance to 

organizational change, reduced support from co-workers and can result in negative 

feelings, such as disappointment or hopelessness toward others at work (Cole, et al., 

2006). Cynical employees are likely to have low levels of organizational commitment, 

job satisfaction, organizational citizenship behavior (Johnson and O'leary-Kelly, 2003) 

and performance (Bommer, et al., 2005). Cynicism is related to organizational 

identification (Bedeian, 2007), turnover intentions, absenteeism (Dolen, et al., 2012), 

less motivation and interpersonal conflict (Nair and Kamalanabhan, 2010). 

The topic of cynicism has been discussed according to different topics in different 

studies. One of the research results demonstrates that cynicism is a barrier to change and 

has negative consequences in employees’ commitment, satisfaction and motivation 

(Reichers, et al., 1997). Another study, carried out on bank employees, indicates that 

affective cynicism fully mediates the relationship between emotional exhaustion and 

psychological contract breach (Johnson and O'leary-Kelly, 2003). A research carried out 

on 600 Swedish people working at a medical technology company claims that the 

emotion experienced mediated the relationships between employee cynicism, 

psychological hardiness and perceived supervisor support (Cole, et al., 2006). 105 

employees from different organizations took part in a study, the results of which 

demonstrate that cynicism decreases the quality of leader-member relationships, job 

enrichment, job satisfaction and colleague support (Srivastava and Adams, 2011).  
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1.3. Work Alienation 

The term alienation which refers to a person’s separation from the body was first used 

in ancient Greece (Temel, et al., 2013). Work alienation has become an important topic 

in studying the sociological and psychological perspective of organizational 

effectiveness. The aim is to increase the quality of working life both within and outside 

the organizations (Kanungo, 1983).  

The theoretical background of work alienation can be traced back to Marx (1844) and 

Weber (1930). Marx insisted that workers neglect the work processes that are given to 

them because they do not have the chance to control the process. For this reason, work 

alienation occurs (Seybolt and Gruenfeld, 1976). Weber’s idea is similar to Marx’s; he 

also claims that work alienation is the result of working conditions (Kanungo, 1990).  

Work alienation is related to work conditions that isolate employees from work and 

work activities (Cheung, 2008). Work alienation reflects a position in which an 

employee does not care much about their job, in which they expend little energy and 

work for extrinsic rewards (Michaels, et al., 1988; Mohan, 2013). Work alienation 

happens when employees think that the work environment does not satisfy their needs, 

values or well-being (Sarros, et al., 2002). There are some synonyms for alienation; 

boredom, emotional and psychological withdrawal or negative affective experiences 

(Isralowitz, et al., 2012). 

In Seeman’s article the author asserts that there are five dimensions in work alienation. 

These are powerlessness, normlessness, isolation, meaninglessness and self-alienation 

(self-estrangement) (Sarros, et al., 2002; Temel, et al., 2013). Powerlessness is a lack of 

job autonomy; if employees cannot control their work processes, powerlessness occurs 

(Sarros, et al., 2002). Normlessness means acting inappropriately to reach aims and a 

framework of attitudes that has not been determined by society. This will occur when 

norms or codes of conduct do not lead to efficient behavior in relation to individual 

aims (Valadbigi and Ghobadi, 2011). Isolation means being emotionally distant from 

the organization and other employees. (Ceylan and Sulu, 2011). Meaninglessness occurs 

when employees believe that they do not have an important role in working activities 

(Sarros, et al., 2002). Self-estrangement occurs when employees’ work does not satisfy 

their extrinsic needs (Valadbigi and Ghobadi, 2011).  

Bureaucracy, focusing on technology, conflict, employee job dissatisfaction (Temel, et 

al., 2013), life satisfaction, burnout, (Cheung, 2008), stress, lack of organizational 

commitment (Michaels, et al., 1988) and low participation in decision making (Sulu, et 

al., 2010) are causes of work alienation. The result of work alienation includes a 

decrease in quality, production, cooperation, motivation, organizational commitment, 

organizational identification and job involvement, absenteeism, feeling of 

meaninglessness in work, sabotage of work activities, change in job position, increase in 

unethical activities, feeling exhausted and health problems, separation between 

employees, lack of desire to reach organizational goals and failure to carry out 

responsibilities (Mohan, 2013; Sulu, et al., 2010; Valadbigi and Ghobadi, 2011). 

The topic of work alienation is discussed from different aspects in different studies. One 

research indicates that professionalism and autonomy reduce both cynicism and work 

alienation. The research sample is on policemen; it is claimed that policemen experience 

cynicism and work alienation due to the nature of their job (Poole, et al., 1978). Using 

data from 215 salespeople, another study indicates that role ambiguity, role conflict and 

organizational commitment decrease work alienation (Michaels, et. al., 1988). The data 

in this study, collected from 349 employees, demonstrates that there is a strong 

relationship between work alienation, work ethic, locus of control, work self-discipline 

and affective organizational commitment (Hirschfeldi and Feild, 2000). Using data from 
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383 health care experts who work in hospitals in Istanbul, the results demonstrate that 

work alienation partially mediates the relationship between procedural injustice and job 

stress (Ceylan and Sulu, 2010). The data collected from 110 blue-collar workers in 

Kyrgyzstan indicate that there is a negative relationship between work alienation, trust, 

job performance and productivity (Özbek, 2011).   

 

2. Research Model and Hypothesis 

The research model was designed according to the purpose of study, and is given below: 

 

 

 

 

 

 

 

 

The research hypothesis can be seen below:  

1H1: Cynicism significantly mediates the relationship between job stress and work 

alienation. 

2H1: Job stress, cynicism and work alienation differ according to demographic 

variables 

 

3. Methodology 

3.1 Participants and Procedure 

In this study, data were collected from nurses working at one of the largest public 

hospitals in Istanbul, Turkey. 199 nurses in total work in the hospital. The data was 

obtained from 161 nurses; that is, the response rate was approximately 81%. These data 

were collected by the researcher by visiting the hospital. For this reason, the researcher 

was easily able to determine the problems of the nurses.  

All of the participants were woman. 52% of the nurses were married, and %41% of 

them had children. Their ages ranged from 27% at under 25, 32% at 26 to 30, 19% at 31 

to 35, 15% at 36 to 40, and 7% at 41 and above. 50% of the nurses worked in the 

operating room, 28% worked in the internal medicine department, while 22% worked in 

the laboratory medicine department. The number of years that the participants had been 

involved in the job was 34% at 1 to 3 years, 19% at 4 to 6 years, 10% at 7 to 9 years, 

37% at 10 years or more. The number of years that the participants had been involved in 

this hospital ranged from 65% at 1 to 3 years, 20% at 4 to 6 years, 11% at 7 to 9 years 

and 4% at 10 years or longer. 

 

3.2. Instruments 

Independent Variable as Job Stress: Job stress was measured via the Job Stress Scale 

by Parker and Decotiis (Parker and Decotiis, 1983). This scale includes 13 items. 

However, a shortened version was used by Nair in this study, and includes 9 items 

(Nair, 2007).  

Moderating Variable as Cynicism: Cynicism was measured via the scale which was 

developed by Brandes (1997) and consists of 14 items. 

Dependent Variable as Work Alienation: Work alienation was measured on the scale 

developed by Hirschfeldi et al. (2000). It includes 10 items. This scale is adapted by 

Maddi’s (1979) scale.  

Work 

Alienation  

Cynicism 

 
Job Stress 
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Responses were collected using a 5-point Likert scale ranging from 1-Strongly Disagree 

to 5-Strongly Agree. 

 

3.3. Validity-Reliability 

According to item correlation analysis, no items were eliminated from any of the scales. 

In order to indicate the distinctiveness of those scales, factor analysis was conducted. 

The job stress scale loaded on a single factor, as in the original scale, and the total 

explained variance was 61. The cynicism scale total explained variance was 80, and this 

scale reflected three different components, as in the original scale. The work alienation 

scale was also loaded on a single factor as in the original scale and the total explained 

variance was 49. All of the items were loaded strongly and distinctively on separate 

factors, without any exceptions; this meant that no items were dropped from the 

analysis. According to the reliability analysis, the reliability of the job stress, cynicism 

and work alienation scales was 0.92, 0.95 and 0.88 respectively. 

 

4. Results 

4.1. The Levels of Job Stress, Cynicism, Work Alienation 

The means, standard deviations and correlations of job stress, cynicism and work 

alienation scores are illustrated in Table-1. 

 

Table 1: Descriptive Statistics and Correlations 

Variables Mean SD 1 2 

1.Job Stress 3.35 1.04   

2.Cynicism 3.53 1.06 0.727**  

3.Work Alienation 3.02 0.96 0.633** 0.744** 

            **Correlation is significant at the 0.01 level (2-tailed) 
             * Correlation is significant at the 0.05 level (2-tailed) 

 

Table-1 reveals that job stress, cynicism and work alienation are statistically meaningful 

correlations for nurses. Moreover, the interactions between the variables were evaluated 

using Pearson correlation coefficients. The relationship between job stress and cynicism 

was strongly positive and significant (r=.727, p<.00) (Durmuş, et al., 2011). Job stress 

and work alienation were also medium level positively and significantly correlated (r = 

.633, p< .00) (Durmuş, et al., 2011). There was also a strongly positive and significant 

relationship between cynicism and work alienation (r=.744, p<.00) (Durmuş, et al., 

2011).  

 

4.2. Regression Analysis: Measuring Mediating Effect 

In order to measure the mediating effect, a regression analysis was applied in three steps 

by Baron & Kenney (1986). As shown in Table-2, according to this approach, for the 

mediation test of the first step, job stress and work alienation were significantly related. 

For the second step, job stress and cynicism were significantly related. For the third 

step, cynicism and work alienation were significantly related, and the relationship 

between job stress and work alienation reduced in strength under the presence of 

cynicism. In other words, job stress in work alienation, when controlling for cynicism is 

reduced (β in step-3 which equals 0,196 is less than β in step-1 which equals 0,633), 

then 1H1 is supported and cynicism is a partial mediator of the relationship between job 

stress and work alienation. 
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Table 2: Hypotheses-1 Steps Regression Analysis 

Hypotheses 1-First Step Regression Analysis 

Dependent Variable: Work Alienation 

Independent Variable:  Beta t  p  

Job Stress 0,633 10,315 0,000 

R=0,633;     AdjustedR2=0,397;      F =106,395;       p=0,000 

Hypotheses 1-Second Step Regression Analysis 

Dependent Variable Cynicism 

Independent Variable:  Beta t  p  

Job Stress 0,727 13,350 0,000 

R=0,727;     AdjustedR2=0,526;      F=178,211;       p =0,000 

Hypotheses 1-Third Step Regression Analysis 

Dependent Variable:  Work Alienation 

Independent Variable:  Beta t  p  

Job Stress 0,196 2,587 0,011 

Cynicism 0,601 7,921 0,000 

R=0,756;        Adjusted R2=0,566;       F =105,224;        p =0,000 

 

4.3. Analysis of Job Stress, Cynicism and Work Alienation on Demographic 

Variables 

The participants’ job stress, cynicism and work alienation were evaluated according to 

demographic variables. A number of variance analyses were conducted. No differences 

were found in job stress, cynicism or work alienation according to age, marital, status, 

having children, relevant department or job seniority in the t-test or in the ANOVA 

analysis. 

The result of this study clarifies that cynicism [F(4.460),p<.005] significantly differs 

according to organizational seniority. Cynicism in the 4 to 6 years of organizational 

seniority group (M=3.81, SD=1.04) was significantly higher than in the 10 years or 

more of organizational seniority (M=2.42, SD=0.79). Thus, as the organizational 

seniority of participants’ increases, cynicism decreases. Furthermore, it was discovered 

that work alienation [F(3.595),p<.015] significantly differs according to organizational 

seniority. Work alienation for employees who were in the 4 to 6 years range (M=3.33, 

SD=1.00) was significantly higher than the 7 to 9 years of organization seniority 

(M=2.54, SD=0.70). Therefore, as the organizational seniority of participants’ 

increases, work alienation decreases. 2H1 is supported according to these results. 

A summary of the results of the variance analysis of job stress, cynicism and work 

alienation depending on demographic variables is given in Table-3 below: 

 

Table 3: Summary of the Variance Analysis Results 

Variable Age 
Marital 

Status 

Having  

Child 
Department 

Job 

Seniority 

Org. 

Seniority 

Job Stress x x x x x x 

Cynicism x x x x x √ 

Work 

Alienation 
x x x x x √ 

 

5. Conclusion and Limitations 

The purpose of this study was to investigate the mediating role of cynicism on the 

relationship between job stress and work alienation. Additionally, the differences of job 

stress, cynicism and work alienation according to demographic variables were 
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examined. It was discovered that there is a medium level positive relationship between 

job stress and work alienation, which means that work alienation for nurses increases if 

their stress level increases. Another result of this study demonstrates that cynicism has 

a strong positive effect on work alienation. In other words, work alienation increases as 

cynicism increases. Furthermore, the results revealed that there is a strongly positive 

relationship between job stress and cynicism, which means that as the job stress level 

for nurse increases, cynicism increases.  

In this study, it was discovered that cynicism is a partial mediator in the relationship 

between job stress and work alienation. In other words, this study provides evidence 

that job stress and cynicism influence work alienation for nurses. The result of this 

research suggests that cynicism is a significant variable in the job stress and work 

alienation relationship.  

If organizations want to decrease work alienation, it would be better for them to 

decrease job stress and cynicism in the working environment. Creating a good 

atmosphere for employees, such as an increase in the quality of communication between 

employees and managers, would decrease job stress, cynicism and work alienation. At 

the same time, encouraging managers to behave fairly would also decrease job stress, 

cynicism and work alienation. Organizations should also establish organizational 

policies and procedures according to the needs and wants of employees. Other solutions 

could emerge from the human resources department, such as hiring optimistic people; 

this could be a positive move to solving problems, as optimistic people have positive 

feelings that not only positively affect themselves, but also others in the organization. 

Another solution to these problems again is from the human resources department side; 

this would be defining more precisely the job description of employees and caring about 

the employees, listening to their problems, not only in their working life, but also in 

their daily life and trying to find solutions for them.  

The result of this research indicates that job stress, cynicism and work alienation are not 

differentiated according to age, marital status, having children, relevant department or 

job seniority. On the other hand, cynicism and work alienation differs according to 

organizational seniority. The results demonstrate that as the participants’ organizational 

seniority increases cynicism and work alienation decreases. This could be explained by 

the fact that as time passes, nurses become accustomed to the hospital culture, policy, 

practices, managers, colleagues. Therefore cynicism and work alienation decrease as 

organizational seniority increases. For the hospitals, it would be beneficial for nurses 

who have higher organizational seniority to be employed. This also could be effect the 

performance of nurses who are more willing to work for the benefit of their hospitals. 

It would be beneficial for the organizations or managers to focus on topics of job stress, 

cynicism and work alienation. Employees who have such problems are less likely to be 

able to work efficiently and effectively. For this reason, organizations or managers 

should try to find and eliminate the factors that cause job stress, cynicism and work 

alienation. Otherwise, organizations will not be able to reach their aims and goals. 

Moreover, the results or consequences of job stress, cynicism and work alienation are 

not only effect the working life. Furthermore, those cause physical and mental problems 

effect the both working and social life. In other words, those health issues lead to 

decrease quality of both social and working life.  

The topic of job stress, cynicism and work alienation are correlated to eachother. That 

is, the consequences of those topics also have similarities. For instance, both topics have 

relationship between job satisfaction, organizational commitment, organizational 

citizenship behavior and employee motivation that contribute the success of individual 

and organizational performance. In other words, if the employees are satisfied, 
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committed or motivated with their jobs, this would increase both their performance and 

also organization performance. 

One of the most important limitations for this study was that a single public hospital in 

Istanbul, Turkey was used, thus, perhaps not being able to provide enough variability. If 

these topics are taken into consideration with different sectors, or with different people 

working in different positions, the results might change. For future studies, other topics, 

such as organizational culture, climate, empowerment, autonomy, justice, reward and 

characteristics of employees could be taken into consideration by researchers.  

 

References 

Andersson, Lynne M., Thomas S. Bateman, (1997), “Cynicism in the Workplace: Some 

Causes   and Effects”, Journal of Organızatıonal Behavior, Vol.18, pp.449-469. 

Azman Ismail, Abu Hasan Norhafizah, Chin (Melissa) Yu-Fei, Ismail Yusof, Abu 

Samah Ainon Jauhariah, (2013),”Job Stress As A Predictor of Employee Health”, 

Studies in Business and Economics, Vol.8, No.2, pp. 20-34. 

Baron, Reuben M. David A. Kenney, (1986), “The Moderator-Mediator Variable 

Distinction in Social Psychological Research: Conceptual, Strategic, and 

Statistical Considerations”, Journal of Personality and Social Psychology, Vol.51, 

No.6, pp.1173-1182.  

Bedeian, Arthur G.,(2007), “Even if the Tower Is “Ivory,” It Isn’t “White:” 

Understanding the Consequences of Faculty Cynicism”, Academy of Management 

Learning & Education, Vol.6, No.1, pp.9–32. 

Beehr, Terry A., John E. Newman, (1978), “Job Stress, Employee Health, and 

Organızational Effectiveness: A Facet Analysis, Model, and Literature Review”, 

Personnel Psychology, Vol.31, pp.665-698. 

Bommer, William H., Gregory A. Rich, Robert S. Rubin, (2005), “Changing Attitudes 

About Change: Longitudinal Effects of Transformational Leader Behavior on 

Employee Cynicism About Organizational Change”, Journal of Organizational 

Behavior, Vol.26, pp.733-753. 

Brandes, Pamela M., (1997), Organızatıonal Cynicism: Its Nature, Antecedents, and 

Consequences, University Of Oklahoma, Doctorial Dissertation. 

Brown, Michelle, Christina Cregan, (2008), “Organizational Change Cynicism: The 

Role of Employee Involvement”, Human Resource Management, Vol.47, No.4, 

pp.667–686. 

Ceylan, Adnan, Seyfettin Sulu, (2010), “Work Alienation as a Mediator of the 

Relationship of Procedural Injustice to Job Stress”, SEE Journal, Vol.5, No.2, 

pp.65-74. 

Ceylan, Adnan, Seyfettin Sulu, (2011), “Organızatıonal Injustice and Work Alienation”, 

Ekonomika A Management, Iss.1, pp.65-78. 

Chen, Mei-Fang, Chieh-Peng Lin, Gin-Yen Lien, (2011), “Modelling Job Stress as a 

Mediating Role in Predicting Turnover Intention”, The Service Industries Journal, 

Vol.31, No.8, pp.1327-1345. 

Cheung, Chau-Kiu, (2008), “Lagged Harm of Work Restructuring and Work Alienation 

to Work Commitment”, International Journal of Employment Studies, Vol.16, 

No.2, pp.170-207. 

Cole, Michael S., Heike Bruch, Bernd Vogel, (2006), “Emotion As Mediators of The 

Relations Between Perceived Supervisor Support and Psychological Hardiness on 

Employee Cynicism”, Journal of Organizational Behaviour, Vol.27, pp.463-484.  

Dean, James W., Pamela Brandes, Ravi Dharwadkar, (1998) “Organizational 

Cynicism”, Academy of Management Review, Vol.23, No.2, pp.341-352. 



Global Business and Management Research: An International Journal 

Vol. 6, No. 1 (2014) 

  

34 

Dolen, Willemijn M. Van, David de Cremer, Ko de Ruyter, (2012), “Consumer 

Cynicism toward Collective Buying: The Interplay of Others’ Outcomes, Social 

Value Orientation, and Mood”, Psychology and Marketing, Vol. 29, No.5, 

pp.306–321.  

Durmuş, Beril, E. Serra Yurtkoru, Murat Çinko, (2011). Sosyal Bilimlerde SPSS’le Veri 

Analizi, İstanbul:Beta Yayıncılık. 

Evans, W. Randy, Joseph M. Goodman, Walter D. Davis, (2011), “The Impact of 

Perceived Corporate Citizenship on Organizational Cynicism, OCB, and 

Employee Deviance”, Human Performance, Vol. 24, pp.79–97.  

Goldner, F. H., Ritti, R. R., & Ference, T. P, (1977), “The Production of Cynical 

Knowledge in 

          Organizations”, American Sociological Review, Vol.42, pp.539-551. 

Hirschfeldi, Robert R., Huberts Feild, Arthurg. B. Edeian, (2000), “Work Alienation as 

an Individual-Difference Construct for Predicting Workplace Adjustment: A Test 

in Two Samples”, Journal of Applied Social Psychology, Vol.30, No.9, pp.1880-

1902. 

Hirschfeldi, Robert R., Hubert S. Feild, (2000), “Work Centrality and Work Alienation: 

Distinct Aspects of a General Commitment to Work”, Journal of Organizational 

Behavior, Vol.21, pp.789-800. 

Hu, Hsin-Hui ‘Sunny’,  Chien-Wei Cheng, (2010), “Job Stress, Coping Strategies, and 

Burnout among Hotel Industry Supervisors in Taiwan”, The International Journal 

of Human Resource Management, Vol. 21, No.8, pp.1337-1350. 

Hsieh Yi-Hua, Mei-Ling Wang, (2012), “The Moderating Role of Personality in HRM - 

from the Influence of Job Stress on Job Burnout Perspective”, International 

Management Review, Vol.8, No.2, pp.5-18. 

Johnston Derek W., Alexis Beedie, Martyn C. Jones,  (2006), “Using Computerized 

Ambulatory Diaries for the Assessment of Job Characteristics and Work-Related 

Stress in Nurses”,  Work & Stress, Vol.20, No.2, pp.163-172. 

Johnson, Jonathan L., Anne M. O'leary-Kelly, (2003), “The Effects of Psychological 

Contract Breach and Organizational Cynicism: Not All Social Exchange 

Violations are Created Equal”, Joumal of Organizational Behavior, Vol.24, 

pp.627-647.  

Isralowitz, Richard, Alexander Reznik, Yaniv Belhassen, (2012), “Work Alienation, 

Patterns of Substance Use and Country of Origin among Male Hospitality 

Workers in Israel”, Int J Ment Health Addiction, Vol.10, pp.923–926. 

Kanungo, Rabindra, N., (1990), “Culture and Work Alienation: Western Models and 

Estern Realities”, International Journal of Psychology, Vol.25, pp.795-812. 

Kanungo, Rabindra N., (1983), “Work Alienation: A Pancultural Perspective”, Int. 

Studies of Man. &Org., Vol.13, No.1-2, pp.119-138. 

Kothandaraman, Prabakar, Raj Agnihotri, (2012), “Purchase Professionals' Cynicism 

About Cooperating With Suppliers: Does It Impact Top Management Efforts To 

Induce Relational Behaviors in Buyer-Supplier Relationships?”, The Marketing 

Management Joumal, Vol.22, No.2, pp.1-18. 

Kuo, Chin-Tsai, Mei-Lien Sun, (2011), “Study On The Recreational Constraints, 

Leisure Benefits, Job Stress, and Quality of Life For Kindergarten Teachers”, The 

International Journal of Organizational Innovation, Vol.3, No.3, pp.155-171. 

Leung, Kwok, Olivia K.M. Ip, Kwan-Kwok Leung (2010), “Social Cynicism and Job 

Satisfaction: A Longitudinal Analysis”, Applied Psychology: An International 

Review, Vol.59, No.2, pp.318-338. 



Global Business and Management Research: An International Journal 

Vol. 6, No. 1 (2014) 

  

35 

Li, Fuli, Fan Zhou, Kwok Leung, (2011),  “Expecting the Worst: Moderating Effects of 

Social Cynicism on the Relationships Between Relationship Conflict and 

Negative Affective Reactions”, J Bus Psycho, Vol.26, pp.339–345. 

Mansoor, Muhammad, Sabtain Fida, Saima Nasir, Zubair Ahmad, (2011), “The Impact 

of Job Stress on Employee Job Satisfaction: A Study on Telecommunication 

Sector of Pakistan”, Journal of Business Studies Quarterly, Vol.2, No 3, pp.50-56. 

Michaels, Ronald E., William L. Cron, Alan J. Dubinsky, Erıch A. Joachimsthaler, 

(1988), “Influence of Formalization on the Organizational Commitment and Work 

Alienation of Salespeople and Industrial Buyers”, Journal of Markeiing Research, 

Vol.25, pp.376-83. 

Mohan.K, Chıthra, (2013), “To Study The Relationship Between Stress-Work Life 

Balance And Work Alienation Among Women Employees Of Kerala State 

Government in Trivandrum District”, International Journal of Research in 

Commerce, Economics&Management, Vol.3, No.2, pp.126-129. 

Moustaka, Eleni, Theodoros C Constantinidis, (2010),”Source and Effects of Work 

Related Stress in Nursing”, Health Science Journal, Vol.4, No.4,pp.201-216. 

Nair, Priya, T. J. Kamalanabhan, (2010), “The Impact of Cynicism on Ethical Intentions 

of Indian Managers: The Moderatıng Role of Seniority”, Journal of International 

Business Ethics, Vol.3, No.1, pp.14-29. 

Nair, Prakash Krıshnan, (2007), Path Analysıs of Relationships Among Job Stress, Job 

Satisfaction, Motivation to Transfer, and Transfer of Learning: Perceptions Of 

Occupational Safety And Health Administration Outreach Trainers, Texas A&M 

University, Doctorial Dissertation. 

Özbek, Mehmet Ferhat, (2011), “Örgüt İçerisindeki Güven ve İşe Yabancılaşma 

İlişkisinde Örgüte Uyum Sağlamanın Aracı Rolü”, Süleyman Demirel Üniversitesi 

İktisadi ve İdari Bilimler Fakültesi Dergisi, C.16, S.1 pp.231-248. 

Parker, Donald F., Thomas A. Decotiis, (1983), “Organizational Determinants of Job 

Stress”, Organizational Behavior And Human Performance, Vol.32, pp.160-177. 

Poole, Eric D., Robert M. Regoli, Roy Lotz, (1978), “Linkages between 

Professionalism, Work Alienation and Cynicism in Large And Small Police 

Departments'“, Social Science Quarterly, Vol.59, No.3, pp.525-534. 

Pugh, S. Douglas, Daniel P. Skarlicki, Brian S. Passell, (2003), “After the Fall: Layoff 

Victims’ Trust and Cynicism in Re-Employment”, Journal of Occupational and 

Organizational Psychology, Vol.76, pp.201–212. 

Ramasundaram, Aiswarya, G. Ramasundaram, (2011), “The Role of Work Family 

Conflict as a Mediator between Work-thought Interference and Job Stress”, 

International Management Review, Vol.7, No.2, pp.25-34.  

Rehman, Muttie ur,  Rabbia Irum, Namra Tahir, Zara Ijaz, Uzma Noor, Ume Salma, 

(2012), “The Impact of Job Stress on Employee Job Satisfaction: A Study on 

Private Colleges of Pakistan”, Journal of Business Studies Quarterly, Vol.3, No.3, 

pp.50-56. 

Reichers, Arnon E., John P. Wanous, James T. Austin, (1997), “Understanding and 

Managing Cynicism about Organizational Change”, Academy of Management 

Executive, Vol.11, No.1, pp.48-58. 

Sarros, J. C. , G. A. Tanewski, R. P. Winter, J. C. Santora, I. L. Densten, (2002), “Work 

Alienation and Organizational Leadership”, British Journal of Management, 

Vol.13, pp.285-304. 

Seybolt, John W., Leopold Gruenfeld, (1976), “The Discriminant Validity of Work 

Alienation and Work Satisfaction Measures”, J. Occup. Psychol, Vol.49, pp.193-

202. 



Global Business and Management Research: An International Journal 

Vol. 6, No. 1 (2014) 

  

36 

Srivastava, Abhishek, John W. Adams, (2011), “Relationship Between Cynicism and 

Job Satisfaction: Exploration of Mechanisms”, Psychological Reports, pp.27-42. 

Stanley, David J., John P. Meyer, Laryssa Topolnytsky, (2005), “Employee Cynicism 

and Resistance to Organizational Change”, Journal of Business and Psychology, 

Vol.19, No.4, pp.429-459. 

Sulu, Seyfettin, Adnan Ceylan, Ramazan Kaynak, (2010), “Work Alienation as a 

Mediator of the Relationship between Organizational Injustice and Organizational 

Commitment: Implications for Healthcare Professionals”, International Journal of 

Business and Management, Vol.5, No.8, pp. 27-38. 

Suresh, R. S., R. N. Anantharaman, Ajitha Angusamy, Jaya Ganesan, (2013),  “Sources 

of Job Stress in Police Work in a Developing Country”, International Journal of 

Business and Management, Vol.8, No.13, pp.102-110.  

Temel, Cenk, Nevzat Mirzeoğlu, A. Dilsad Mirzeoğlu, (2013), “An Investigation of 

Physical Education Teachers’ Work Alienation Level According to Some 

Variables”, International Journal of Academic Research, Vol.5, No.4, pp.502-

508.  

Tükeltürk, Şule Aydın, Nilüfer Şahin Perçin, Berrin Güzel, (2012), “Psychological 

Contract Breaches and Organizational Cynicism at Hotels”, Revista Tinerilor 

Economişti (The Young Economists Journal), pp.194-213. 

Valadbigi, Akbar, Shahab Ghobadi, (2011), “The Study of the Elements of Work 

Alienation: A Case Study of the Urmia White Cement Factory, Westem 

Azarbayjan Province, Iran”, Asian Social Science, Vol.7, No.6, pp. 206-219.  

Zhang, Ruo Yong, Xin Mei Liu, Hai Zhen Wang, Li Shen, (2011), “Service Climate 

and Employee Service Performance: Exploring the Moderating Role of Job Stress 

and Organizational Identification”, The Service Industries Journal, Vol.31, No.14, 

pp.2355-2372. 

 

 

To cite this article: 

Koçoğlu, M. (2014). Cynicism as a Mediator of Relations between Job Stress and Work 

Alienation: A Study from a Developing Country – Turkey. Global Business and 

Management Research: An International Journal, 6(1), 24-36. 

 


