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Abstract 
In this 21st century, the enormous impact of globalisation, competition, workforce 

diversity, and advancement in technology has really changed things. Life today is totally 

different from as it was yesterday, and today, people have more job opportunities 

compared to yesterday! This era’s Managers and Leaders have as a very big challenge, 

the task to retain the best employees. This paper sought to carry-out a critical and an 

unbiased theoretical study and examination into the relationship between organisational 

cynicism and employees’ intention to quit such an organisation. Descriptive Research 

Method was adopted for the study. And data was sourced from basically secondary 

sources. On the basis of the data sourced, studied, and examined, the researchers found 

that Cynicism among other things, can make employees become hopeless, less 

committed to their work, less satisfied, and at the end, the employees may decide to quit 

the organisation. And based on these findings, it was concluded among other things that, 

in most cases, there is a positive and direct relationship between both variables 

(Organisational Cynicism and Employees’ Intention to Quit) of the study. As a result, 

this study posited that, the higher the cynicism in an organisation, the higher the 

employees’ intention to quit such an organisation, and vice versa. And hence, it was 

recommended among others that, Cynicism can effectively be managed by the 

organisations by adopting fair practices like operating in an open and honest atmosphere, 

providing realistic goals, promoting cooperation among/between individuals and 

management, and honest and fair pay system. These, in the researchers’ opinion, can 

improve the confidence of the employees; and downplay any form of organisational 

Cynicism. 

1. Introduction 

Researchers have suggested that organisational cynicism is increasing among 

employees. In fact, this is taking an alarming proportion! And according to Scott & 

Zweig (2008) the realities of organisational life are changing; as individuals no longer 

expect to be employed by one organisation for their entire working lives. Also, according 

to McClelland (1961), this is especially common among those workers with high need 

for achievement (n-Ach.), because their need for achievement is consistent. Also, in the 

views of Cole (2004), Hassan (2009), Robbins (1993), and Robbins, Judge, & Vohra 

(2012) employees can develop the intention to quit their job whenever they start having 

negative feelings about the organisation based on their perceived unequal treatment from 

the organisation compared to the treatment received by other employees in similar 

situation. At this point, it is clear that, Cynicism prompts negative elements, such as 

contempt, anger, shame and boredom (Abraham, 2000). And as such effort must be  
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made to understand how cynicism develops and manifests in 

organisations; because studies suggested that, although many 

employees are cynical, younger employees may be the most 

cynical! To this extent, we will assert that, this is also a major 

challenge to managing in today’s workplace. And this was 

confirmed by Khan (2014) when he posited that, in this 21 

century, things have greatly changed in line with 

globalisation, technology, and work force diversity, now this 

is one of the biggest challenges for leaders/managers to retain 

the best people in the organisation because modern 

organisations are facing serious Cynicism Problem. Hence, 

the importance of this study, “Organisational Cynicism and 

Employees’ Intention to Quit” can never be over-emphasised! 

Background of the Study 

Over the years, researchers have become more interested 

on issues relating to organisational cynicism. As this concept 

of cynicism has become the subject of various disciplines in 

social sciences like philosophy, religion, political science, 

sociology, management and psychology (Ince & Turan, 

2011). And according to Kanter & Mirvis (1989), as many as 

forty-three percent (43%) of all working Americans are 

frustrated, disillusioned, distrustful, and skeptical as a result 

of what they perceive to be unethical behaviour on the part of 

organisational leaders, and general uncertainties in 

organisations. It should also be noted, studies have shown 

that, frustration, disillusionment, distrustful, skepticism, and 

the final intention to quit the organisation are all end-results 

of organisational cynicism. Organisational cynicism is 

defined as general and specific attitudes characterised with 

anger, hopelessness, disappointment and a tendency to 

distrust individuals, groups, ideologies, social abilities or 

institutions (Andersson, 1996). From Andersson’s definition, 

we can conclude that, Organisational cynicism arise when 

employees believe that their organisation may be deficient in 

general honesty. This may especially result from the 

perception of which basic expectations related to morality, 

justice and honesty are despoiled. At this juncture, we must 

understand that, the Human Resource is very important for 

any organisation especially for gaining sustainable 

competitive advantage across the world (Devi & Pojitha, 

2012). Also, according to Cole (2004), Hassan (2009), Khan 

(2014), and Robbins et al. (2012), the strategic asset of every 

organisation is its people. No wonder, Khan (2014) further 

asserted that, “Organisations are made up of its people, not 

technology or structure”! Also, according to Khan (2014), a 

consulting firm evaluates human capital and states that, “the 

highest performing companies have the highest human 

resource scores”. 

In addition, Cynicism can be observed to have a greater 

link with the employees’ intention to quit an organisation 

because according to Eaton (2000) cynical workers believe 

that their management team have a lack of interest towards 

them and use them only to take advantage in the market. To 

this end, it is important to understand how cynical attitudes 

are manifested, and how organisational cynicism might 

influence related attitudes such as job-satisfaction, and 

motivation. These attitudes, when positively influenced, to a 

very large extent downplay the employees’ (especially 

employees with high need for achievement) intention to quit 

any organisation. Therefore, through this study, the 

researchers were able to identify how organisational 

cynicism affects employees’ intention to quit in an 

organisation. 

2. Theoretical Basis for 

Organisational Cynicism 

Cynicism is everywhere – United States, Europe, Asia, 

Middle East, Africa etc. (Kanter & Mirvis, 1989; and Kouzes 

& Posner, 1993). In the words of Karl Marx, Cynics are 

made, not born! This means that, cynicism develops through 

experiences with organisations and organisational agents. 

Also, Researchers have suggested that organisational 

cynicism is increasing among employees. Generally, 

Cynicism can be described as being negative and pessimistic 

about others. Employees who are cynical can influence the 

entire organisation and can hinder the organisation from 

reaching her goals. 

Reichers, Wanous, & Austin (1997) defined organisational 

cynicism as a negative approach headed for one’s employing 

organisation. Andersson (1996) defines organisational 

cynicism as general or specific attitudes of disappointment, 

insecurity, hopelessness, anger, mistrust of institutions or 

persons, group, ideology and social skills. 

Organisational cynicism is the belief that an organisation 

lacks honesty, causing hard-hitting reputation and critical 

behaviors when it is combined with a strong negative 

emotional reaction (Abraham, 2000). Cynicism has also been 

seen as an estimation based on an individual's work 

experience of the evaluator (Cole, Brunch, & Vogel, 2006). 

We may refer to it as the act of being unsatisfied with the 

organisation. 

At this juncture, it is also important to note that, the 

underpinning theories that support the relationship between 

organisational cynicism and employees’ intention to quit an 

organisation are: Equity Theory and Social Exchange Theory. 

The Equity Theory is primarily Adam’s motivation theory 

that is based on the evaluation of perceived inputs to outputs 

(Adams, 1965; Cole, 2004; Hassan, 2009; Robbins 1993; and 

Robbins et al., 2012). When an individual thinks his/her 

inputs are not rewarded according to outputs and are unequal 

to others around him/her, he/she may feel dissatisfied and it 

leads to absenteeism and eventually intention to quit. Social 

Exchange Theory shows the relationship between the cost 

and benefits of an individual, what he expects (Emerson, 

1976). So, if an employee faces high cost such as putting 

high effort and getting less benefits; this creates 

dissatisfaction towards job; and if this persists, its end-result 

may be quitting the organisation. 
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2.1. Approaches of Cynicism 

According to (Ozler & Atalay, 2011), there are five 

approaches of cynicism which are: Personality Cynicism, 

Social Cynicism, Employee Cynicism, Vocational Cynicism 

and Organisational Change Cynicism. 

Personality Cynicism shows the negative thinking of 

human behaviour; while the Social Cynicism reflects the 

social interaction of human being, and it mainly has to do 

with social disappointment. Employee Cynicism is the 

negative attitude towards the job and boss (Kosmala & 

Richards, 2009). Vocational Cynicism is the disagreement 

towards job; while organisational change cynicism is 

negative view point about the change in organisation (Ozler 

& Atalay, 2011). Organisational cynicism does not just 

happen, there are many factors that may cause it; and among 

these factors, can be an individual occupation, organisational 

change and role of top management (Brown & Cregan, 2008). 

2.2. Employees’ Intention to Quit 

In the views of Tett & Meyer (1993) intention to quit is 

described as the desire of a person to leave an institute or 

organisation. Intention to quit is a decision to seek for other 

alternatives in other organisation (Krueger & Rouse, 1998). 

And this intention to quit occurs when employees voluntarily 

leave their jobs. No doubt, Organisational cynicism is one of 

the most obvious contributors to employees’ intention to quit 

(Tett & Meyer, 1993). Quitting affects the organisation’s 

productivity adversely, and this create many problems for 

organisation like hiring new employee(s), and the 

organisation bear the advertisement cost for hiring new 

employee, cost of temporary employee, and cost of selection 

which effects organisation productivity. 

3. Methodology 

This section presents the approach and procedures that 

were adopted in the conduct of the study. 

The core approach adopted in this study was the 

Traditional (Narrative) Literature Review Approach. And a 

Descriptive Research Design was also adopted for the study; 

this is appropriate for studies such as this where no 

hypothesis was tested and data were mainly from the 

examination of existing records in the form of literatures 

such as journals and texts (Kothari & Garg, 2014; Agbonifoh 

& Yomere, 1999). Hence, data was sourced from basically 

secondary sources. 

4. Results of the Study 

The cardinal purpose of this paper was to critically 

examine from existing body of literatures, the extent to which 

organisational cynicism can influence employees’ intention 

to quit such an organisation. Following an intensive study 

carried out on both the independent (Organisational 

Cynicism) and dependent (Employees’ Intention to Quit) 

variables; we found that: 

1. Cynicism can make employees become hopeless, less 

committed to their work, less satisfied, and at the end, 

the employees will decide to quit the organisation. 

2. Some factors that influence cynicism are: dealing with 

stress, disagreement with organisational expectations, 

lack of social support and recognition, not having a 

voice in the decision-making process, unbalanced 

distribution of power, and lack of communication. 

3. Cynical individuals can also experience positive change 

by providing them with trainings through attitudinal 

interventions, and this could result in positive gain for 

the organisation. 

5. Conclusion and Recommendation 

Following the results or findings highlighted above, the 

conclusions below were reached: 

1. In most cases, there is a positive and direct relationship 

between both variables of the study. As a result, the 

researchers posited that, the higher the cynicism in an 

organisation, the higher the employees’ intention to quit 

such an organisation, and vice versa. 

2. It was clear that, situational factors such as stress, 

unbalanced distribution of power, lack of communication, 

top management attitude and style among others can also 

influence the development of cynical attitudes. 

Finally, the researchers recommended the following: 

1. Cynicism can effectively be managed by the organisations 

by adopting fair practices like operating in an open and 

honest atmosphere, providing realistic goals, promoting 

cooperation among/between individuals and management, 

and also operating an honest and fair pay system. These 

can improve the confidence of the employees. 

2. Workshops, Training and Development Programs can 

be organised for the employee through which they can 

experience positive development; and increase in their 

motivation and job-satisfaction level which will 

ultimately results in decrease in the intention to quit the 

organisation. 

3. The organisation should also organise effective training 

programs on time management, emotional intelligence 

and stress management. These will also be helpful in 

promoting commitment and coping with stressful 

situations that would ultimately result in improved 

performance on the part of the employees. 
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