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Abstract

The research aims to determine the level of relationship between the organizational cynicism and the tendency of
revenge of sports science students. In this study, descriptive and relational screening technique was used as the
research technique. The working group consists of 105 students (36 female, 69 male). The participants are student
who study at Istanbul University Faculty of Sports Science in the academic year of 2017-2018. All of the students
have been working at an organization/ a workplace for at least 6 months. As the data collection tool, two scales were
utilized with the personal information form prepared by the researchers. Organizational Cynicism Scale and Revenge
Scale were used. The percentage (%), frequency, skewness, kurtosis, t-test, ANOVA, Pearson Correlation analysis
were used. As a result there is a positive relationship between the level of organizational cynicism and intention of
revenge. It was revealed that gender and type of employment variables did not make a significant difference in
organizational cynicism and sub-dimensions and will for revenge. However, significant differences have been
identified in favor of the participants with a low salary in the behavioral sub-dimension of organizational cynicism.
On the other hand, the scores of organizational cynicism and will for revenge of the participants are moderate and
even low.
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1. Introduction and Purpose

The main purpose of the organizations is to maintain their existence, to increase efficiency and profit. Undoubtedly,
the harmony between the individual and organization, the adoption of organizational culture and environment by
members, the favorable health conditions of the organization and working quality have positive results for
individuals and organizations. Also, if the horizontal and vertical communication channels are open and functional,
and if there is an environment where the members of the organization are able to express themselves, to balance
relationships between managers and their subordinates, the motivation increases, the positive behavior is encouraged
while the tendency for negative diminishes.

Negative behavior can have short and long-term disruptive effects on both members and organizations. One of the
most prominent results for organizations is the decrease of organizational commitment. In organizations, where
negative organizational culture and climate is dominant and negative behavior are supported, the physical and mental
health of members are also negatively affected. Considering the organization, the costs increase because of
workforce decrease and there will be costs for the individual to bear as low quality of life.

In case of human resources demonstrate positive attitudes and behaviors; that would signify a competitive advantage
for an organization. If human resources, who are the most important source of an organization, reflect negative
attitudes and behavior, this is called the dark side of the organizational behavior. The dark side of the organizational
behavior, defined as any act intentionally committed by the member or members of the organization for damaging
others, self or the organization, is a significant phenomenon in terms of negative consequences and effects it may
cause. While dealing with dark behavior that have many negative consequences such as a decrease in the
organizational efficiency, increase in cost, damage of reputation and image, loss of customer; the establishment of an
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organizational culture that provides ethical behavior is highly critical (Binboga et al., 2018: 383).

The fact that members are cynic (cynicism is a concept that is used in relation to members feeling hopeless and
blocked and having negative emotions), have negative feelings and thoughts about the workplaces they work in, and
occasionally revealing insults and critics about the organization and its members outside and inside the organization,
may seriously damage the image of the organization. If rates of cynicism are high in the organization, it can be
assumed that organizational commitment is very limited. Members with little sense of belonging to the organization
will have a low tendency to show organizational citizenship behavior, while their tendency to leave the organization
will be high. On the other hand, cynicism in the organization can also trigger the intentions of individuals to
deliberately damage the organization and/or each other.

The person, who encounters a psychological or physical attack towards himself/herself strives to protect
himself/herself instinctively. Particularly psychological attacks are frequently observed in professional life. A
member, who thinks that s/he is a victim of aggressive behavior can be expected to try to commit similar attacks to
others, to behave unjustly toward others to protect himself/herself or worse, s’he may seek revenge. Revenge can be
presented in many ways; slowdown, keeping some information secret, not giving the attacker the support needed for
completing a duty, humiliating and embarrassing the attacker, backbiting the attacker, denouncing others, or using
the attacker (Yilmaz, 2014: 89,92).If the tendency to take revenge is not always realized, the environment and culture
will be adversely affected if the members' tendency to damage is high. In the literature, the increase in
counterproductive behavior at work, which are also referred to as organizational deviance, are undesirable.

According to Keashly (2001: 241), the negative behavior of the manager, member, and colleague in their relations with
each other and in the organization are displayed in Table 1 (cited in Kilig, 2013: 69,70).

Table 1. Negative Behavior Types Encountered in the Organization

Criticizing individuals (criticizing individuals about
non-professional matters)

Criticizing the work (Making harsh, vulgar and destructive
comments about the work)

Shouting in anger
Making gestures

Taking revenge, retaliate (By complaining about
the individual in the target or punishing him/her by
revealing a special situation in which the
individual will be put in a tough situation)

Spreading rumors, slandering

Revealing secrets (sharing special things that
should not be said)

Deviate responsibility (Embracing responsibility
when good results are obtained; blaming others
when there are bad results)

Establishing unfair setup (directing the behavior of
others according to his/her own will, cheating for
the failure of the individuals)

Poor communication quality (not listening to
individuals, not discussing with them, only getting
information from others or information notes)

Showing off the authority in the unnecessary
situations

Paying no attention (ignore the contributions of
others or ignoring others, pretend not to know
someone)

Swearing, giving nicknames
Threatening

"Others think the same way" (For hiding his/her own
thoughts, pretending as conveying other individuals'
thoughts)

Discrimination, unfairness

Unfair authority (deceiving individuals by pretending to
have the authority)

Not giving support. Not caring, not providing
encouragement or constructive feedback)

Using nonverbal communication and connotation
(Indicating that s/he objects by using different methods
such as body language, eye contact, breathing movements,
remaining silent)

Refusing resources or opportunities (Not providing the
information, materials or opportunities needed to complete
a job)

Unreasonable expectations (To request something unusual

or extremely difficult)

Cheating (diverting facts or thoughts, doing something
behind the others' back)

(Keashly, 2001:242-245; cited in Kilig, 2013:70)
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Organizations should identify the factors that cause negative behavior similar to those listed above, and take the
required measures to avoid these behavior to be repeated. Such behavior cause material, psychological and social
damages to the organization and its members (Kose and Aksu, 2013: 376) For example, as counterproductive
behavior increase, production decreases while member dissatisfaction and psychological stress increase (Dunlop and
Lee, 2004; Tepper, 2000).

1.1 Organizational Cynicism

Cynicism is a concept, caused by the member's belief that the organization lacks of integrity (Abraham, 2000:269;
Naus et al., 2007; Johnson and O’Leary, 2003:629), developed by the hopelessness and frustration (Kalay et al.,
2014:128). This signifies a negative behavior towards cognitive, affective and behavioral aspects of its organization
(Yalginkaya, 2014:109) and this is something undesirable in the workplace (Karacaoglu ve Kiigiikkdylii, 2015:401).
Organizational cynicism is a concept used in relation to members' sense of hopelessness and disappointment and
emphasizes more negative emotions. Conditions in the organization cause individuals to present cynical behavior.
Cynic individuals are angry, hopeless, skeptical, suspicious, insecure, pessimistic, incredulous and certainly have a
negative perspective. Consequently, behavior such as pickiness, constantly nitpicking and tendency to criticize are
often encountered (Altinkurt et al., 2014: 26).

Cynicism is not a personality trait or an attitude of negative people. On the contrary, it is shaped and learned in the
workplace environment. People do not decide to be cynical, at the end of their experience, they become cynic
individuals (Yalginkaya, 2014: 110). In other words, cynicism is not an innate personality trait, it is gained at the end
of subsequent experiences (Cakict and Dogan, 2014: 80).

As can be assumed in the definition of organizational cynicism; extreme negative emotions based on skepticism and
disappointment make members unhappy and severely disconnected from the work environment. Members consider
that they cannot adapt the organizational values with their personal value judgments. Since the cynic member doesn't
believe that the organizational integrity exists, s/he doesn't demonstrate prosocial behavior (Abraham, 2000:270).

Cynical individuals do not believe in the sincerity of the others and even reflect it to the opposite side with sarcastic
and unkind words. They think that lying, abusing and pretending are the essential personality traits of the humans.
These people often ask: "Why you are saying this? What's your purpose? Tell me your clear purpose, what are you
trying to cover up? If you want to criticize someone, do it face to face" (Altinkurt et al, 2014:28).

In organizations with increased organizational cynicism, organizational policies begin to be perceived as
inappropriate and incompetent, confidence in the future of the organization decreases and members cease using their
self competencies for the success of the organization. If cynicism cannot be prevented in organizations, honest and
respectful members, who contribute to the development of the organization are lost at the end (Dogan & Ugurlu,
2014: 492). Following causes can be listed as the causes of organizational cynicism; perception of injustice in the
organization, violation of psychological contract, the feeling of insecurity against the managers, deficiencies in the
management style of managers and malpractices, excessive workload and mobbing (Cakict and Dogan, 2014: 80).

There are three dimensions of the organizational cynicism; believing that the organization lacks of integrity, feeling
negative emotions towards the organization and at the end of these beliefs and feelings, the tendency to show critical
behavior towards the organization (Dean et al., 1998:345);

- Cognitive dimension: This dimension consists of the belief that the practices in the organization lack of
justice, sincerity and integrity (Altinkurt et al, 2014: 28; Kalay et al., 2014; Karacaoglu and Kiigiikkdylii,
2015: 403; Torun and Cetin, 2015: 138). They believe that managers do not have managerial skills and have
pessimistic ideas about the organization (Torun and Cetin, 2015:138). The cynics believe that immoral
behavior becomes the norm in the organizations (Karacaoglu and Kii¢tikkoylii, 2015:403).

- Affective dimension: The emotional/affective dimension of organizational cynicism indicates that cynicism
is something that is not only considered but is also felt (Karacaoglu and Kiigiikkoylii, 2015: 403). They have
the following negative feelings towards the organization: shame, anger, fury, boredom and even disgust,
disappointment and suspicion (Altinkurt et al., 2014:28; Kalay et al., 2014; Torun and Cetin, 2015:138).
Individuals may feel sadness, hatred, and even shame when they think about the organization (Uzun and
Ayik, 2016).

- Behavioral dimension: This dimension indicates a tendency to show humiliating and critical behavior
towards the organization. It refers to the behavioral tendency toward negative attitudes and generally
backbiting (Kalay et al., 2014; Karacaoglu and Kiigiikkdylii, 2015:403). Organizational cynics, criticizing
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the work of their colleagues, they exhibit negative behavior such as cynical gaze and chuckle (Altinkurt et al,
2014:28; Torun and Cetin, 2015:138).

In the literature, the relationship between the organizational cynicism and the following concepts is discussed: justice
and commitment (Bernerth and Walker, 2007), perceived organizational support and performance (Byrne and
Hochwarter, 2008), burnout (Ozler and Atalay, 2011), member deviance (Evans et al, 2010), organizational
commitment (Y1ldiz, 2013; Altindz et al., 2011; Ozgan et al., 2012), organizational justice (Efeoglu and Iplik, 2011),
mobbing, organizational silence (Kalay et al., 2014), leader-member exchange (Kanbur and Kanbur, 2015), silence
of the workers (Karacaoglu and Kiigiikkdylii, 2015 ), burnout and psychological contract violation (Ugok and Torun,
2014). In addition, at the end of research, the negative relationship between the perception of justice, perceived
organizational support, loyalty, and leader-member exchange, while a positive relationship between the burnout,
member deviance, mobbing, organizational silence, the silence of the workers and violation of psychological contract
has proven to exist.

1.2 Organizational Revenge

Many studies have been conducted on the negative behavior in professional life and it has been concluded that these
behavior are frequently encountered in culture and it cannot be considered as isolated event.

Therefore, these behaviors, with their predecessors and their results, have become a separate working area under the
area for organizational behavior, as the dark side of the organizations (Tatarlar and Cangarli, 2014).

Negative behavior observed in the workplace are examined in the literature under the following headings; revenge
(Giillii and Sahin, 2016), counterproductive work behavior (Fox et al., 2007), organizational deviance (Berry et al.,
2007), deviant behavior (Robinson and Bennett, 1995,) mobbing (Erdemir, 2012), retaliation (Skarlicki et al., 1997),
workplace terror (Neuman and Baron, 1998), workplace violence (Rogers and Kelloway, 1997), organizational
sabotage (Ambrose et al., 2002), antisocial behavior (Giacalone and Greenberg, 1997), workplace aggression
(Hershcovis and Barling, 2010:25). In another study, dysfunctional work behavior were also examined (Van Fleet
and Griffin, 2006: 698).

Deviant behavior undoubtedly affects the performance of organizations. Hence, it is necessary to develop and
implement special methods to identify, control or eliminate deviant behavior before they become the new culture of
the organization. It may be too late to reverse something at the final point (Appelbaum and Roy-Girard, 2007: 25).

One of the negative behaviors at work is the tendency for revenge. Revenge can be defined as the individual's desire
to cause suffering or responding with other similar negative behavior when someone demonstrates a negative
behavior (Nayir, 2016:4; Nayir, 2015:1208). Revenge behavior can be defined as any act that the other party does in
order to harm the other party, to disrupt the peace of the other party and to punish the other party with the thought
that the other party is damaging or goes wrong. Revenge behavior includes all aspects of aggressive behavior
dimensions, such as oral, physical, indirect, direct, individual-oriented, explicit, hidden. However, aggression
behavior are demonstrated only for one purpose (for revenge) (Dogan and Kilig, 2014:109).

The presence of people who intend to take revenge on each other in organizations creates a severe threat to the
organization. The person, who acts with strong negative emotions accompanying the intention of revenge cannot
concentrate on his/her work and his/her efficiency will decrease because s/he will spend the time and energy on
revenge. Hence, the performance of the organization decreases (Akin et al., 2012:80).

In the literature, there are some studies providing that the will for revenge has a positive relationship with impression
management (Sener et al, 2017) and with the tendency to leave the work as well (Demir and Tiitiinci, 2010: 72, 73).
In addition, Ahmed et al. (2013) reported a positive relationship between organizational cynicism and organizational
deviance. Lorinkova and Perry (2017) discovered a positive relationship between organizational cynicism and time
theft. Moreover, Ozer et al. (2014) have proved the existence of a relationship between the organizational cynicism
and the will for revenge for the research assistants at a university.

Based on the literature information provided above, the basic hypothesis of this study was established as follows;
There is a positive correlation between organizational cynicism and intent of revenge.

The purpose of this study is determining the level of relationship between the organizational cynicism and the
tendency of revenge of faculty of sports science students.
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2. Materials and Method

2.1 Method of the Research

In this study, descriptive and relational screening technique was used as the research technique.
2.2 Working Group

The working group consists of 105 students (36 female, 69 male) selected by convenience sampling methods, among
the non-random sampling methods. The students study at Istanbul University Faculty of Sports Science in the
academic year of 2017-2018, they are located in Istanbul. All of the students have been working at a workplace for at
least 6 months.

2.3 Data Collection Tool
As the data collection tool, two scales were utilized with the personal information form prepared by the researchers.

- Organizational Cynicism Scale: Organizational Cynicism Scale, which was developed by Brandes et al.
(1999), adapted to Turkish and validated by Karacaoglu and Ince (2012) was used. The scale consists of
three sub-dimensions. Cognitive sub-dimension consists of 5 statements, affective-sub-dimension consists
of 4 statements while the behavioral sub-dimension consists of 4 statements. The likert-type rating scale
was used in the scale as follows; "Strongly Agree" (5), "Agree" (4), "Neither agree nor disagree" (3),
"Disagree" (2), "Strongly Disagree".

- Revenge Scale: Revenge Scale, which was developed by Stuckkless and Goranson (1992) and adopted to
Turkish by Satici, Can and Akin (2015) and validated by them, was used. The scale is one-dimension. 1, 4,
5,8,9, 11,15, 17, 18, 20 questions in the measurement tool reverse coded. The scale uses a likert scale type,
ranging from "1=I strongly disagree" to "7- I strongly agree".

2.4 Analysis of Data

SPSS 20 software was used in the statistical analysis of the obtained data. The percentage (%) and frequency (f)
values, which signify the descriptive statistical methods, were used to present personal information about the
participants. Skewness and kurtosis values were taken into consideration when testing the normality of the data. The
t-test was used for determining the differences between two-factor variables and the ANOVA test was used to
determine the differences between three and more factor variables. In addition, Pearson Correlation analysis was
used to determine the relationship between the participants' organizational cynicism and their sub-dimensions and
their tendency to revenge. The significance level was accepted as p<0.05.

3. Findings

Kaiser-Meyer Olkin (KMO) coefficient was calculated and Barlett Sphericity analysis was performed to test the
suitability of the data for factor analysis. According to this; in the factor analysis for the Organizational Cynicism
Scale, the result of the Kaiser-Meyer-Olkin Test (KMO) was found as 0.874, indicating that the sample size was
sufficient for factor analysis. Barlet Sphericity test results were also significant (x2: 959,167; p <0,05). In addition,
for the Revenge Scale, the Kaiser-Meyer-Olkin Test (KMO) resulted in 0.880 and Barlet Sphericity tests resulted as
follows (x2: 1077.645; p <0.05). These results are significant in terms of presenting that the analysis can be
continued.

Table 2. Scale Score Values

Cronbach Alpha

Original Study'
n Mean Ss for the current rigtna v

Skewness  Kurtosis study Cronbach Alpha
ORGANIZATIONAL
CYNICISM SCALE 13 2,55 0.831 0,633 0,671 0,910 0,910
Affective Sub-dimension 4 212 0,993 1,026 0,873 0,820 0,940
Cognitive Sub-dimension 5 2,63 0,963 0,361 -0,175 0,906 0,870
Behavioral Sub-dimension 4 3,02 0,894 0,060 -0,009 0,718 0,820
REVENGE SCALE 20 3,39 1,255 0,687 0,539 0.917 0,910
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When we look at the scale point values in Table 2, it is comprehended that the organizational cynicism levels of the
participants examined within the scope of the research have an average value both in scale and sub-dimensions.
While the highest mean was observed at the behavioral subscale and the lowest participation rate was found for the
affective sub-dimension. On the other hand, the scores for the tendency to revenge are above average. When the
reliability analysis is performed, it is understood that both the cynicism scale and its sub-dimensions and the revenge
scale have a high Cronbach's alpha value, in other words, the reliability of the scales is considerably high.
Tabachnick and Fidell (2007) consider the distribution as a normal distribution when the skewness and kurtosis
values range between +1,500 and - 1,500.

Table 3. Demographic Distribution of the Participants

n %
Female 36 34,3
GENDER Male 69 65,7
Total 105 100,0
1000 TL and less 30 28.6
between TL 1001-2000 44 41,9
SALARY over 2001 31 29.5
Total 105 100,0
Permanent staff 19 18,1
Contracted 67 63.8
TYPE OF EMPLOYMENT Part-time 19 131
Total 105 100,0

According to Table 3, 36 (34.3%) of the participants were female while 69 (65.7%) of them were male. While 30
(28.6%) earn a salary of 1000 TL or less, 44 (41,9%) of them earn a salary between 1001-2000 TL, and 31 (29.5%)
are paid over 2001. 19 (18.1%) of the participants were employed as permanent staff while 67 of students (63.8%)
were contracted and 19 (18.1%) were working part-time.

Table 4. Participation Rates to Organizational Cynicism and Sub-Dimensions and Revenge Rates, According to
Salary Variable

SALARY N  Mean Sd  df F P Variance
group
1000 TL and less 30 2,76 ,827
ORGANIZATIONAL between TL 1001-2000 44 2,69 ,800 ’ 2902 0.059
CYNICISM over 2001 31 2,31 ,828 ’ ’
Total 105 2,59 ,831
1000 TL and less 30 2,42 ,988
Affective between TL 1001-2000 44 2,13 1,018
Sub-dimension over 2001 31 1,84 ,906 2 2,739 0,069
Total 105 2,12 ,993
1000 TL and less 30 2,65 1,033
Cognitive between TL 1001-2000 44 2,80 941
Sub-dimension over 2001 31 2,39 ,904 2 1677 0,192
Total 105 2,63 ,963
1000 TL and less 30 3,23 ,765
Behavioral between TL 1001-2000 44 3,13 ,853
Sub-dimension over 2001 31 268 os2 2 2705 00287 1=3
Total 105 3,02 ,894
1000 TL and less 30 336 1,210
TENDENCY TO between TL 1001-2000 44 3,17 1,219 ) 1758 0.178
REVENGE over 2001 31 3,71 1,314 ’ ’
Total 105 3,39 1,255
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According to Table 4; at the end of the one-way analysis of variance (ANOVA), performed for determining whether
there is a meaningful variance between the organizational cynicism of the participants and the means of revenge
scale based on the salary criteria, it was revealed that the variance between the means of the group is statistically
meaningful (F=3,705; p=0,028). A complementary post-hoc analysis was performed to determine the sources of
variances. The behavioral sub-dimension scores of those receiving a salary of less than 1000 TL (3,23 + 0,765) were
higher than the scores of those receiving a salary of over 2001 (2,68 + 0,982).

Table 5. Participation Rates to Organizational Cynicism and Sub-dimensions and Revenge Rates, according to the
Type of Employment

TYPE OF EMPLOYMENT N Mean Sd df F p
Permanent Staff 19 2,32 ,626
ORGANIZATIONAL Contracted 67 2,71 ,908 ) 202 0.138
CYNICISM Part Time 19 2,47 ,672 ’ ’
Total 105 2,59 ,831
Permanent Staff 19 1,70 ,672
Affective Contracted 67 2,28 1,074
Sub-dimension Part Time 19 2,01 ,868 2 2,858 0,062
Total 105 2,12 ,993
Permanent Staff 19 2,46 ,798
Cognitive Contracted 67 2,75 1,019
Sub-dimension Part Time 19 2,40 ,897 2 1,361 0,261
Total 105 2,63 ,963
Permanent Staff 19 2,78 ,869
Behavioral Contracted 67 3,11 922
Sub-dimension Part Time 19 3,00 ,808 2 1,063 0,349
Total 105 3,02 ,894
Permanent Staff 19 3,65 1,011
TENDENCY TO Contracted 67 3,22 1,262
REVENGE Part Time 19 3,71 1,408 2 1,687 0,190
Total 105 3,39 1,255

According to Table 5; at the end of the one-way analysis of variance (ANOVA), performed for determining whether
there is a meaningful variance between the organizational cynicism of the participants and the means of revenge
scale based on the type of employment, it was revealed that the variance between the means of the group is not
statistically meaningful (p > 0.05).

Table 6. Participation Rates to Organizational Cynicism and Sub-dimensions and Revenge Rates, According to the
Gender Variable

GENDER N Mean Sd t p
ORGANIZATIONAL CYNICISM F&n;f‘;e zg ;gg gﬁ 0,714 0,477
Affective Sub-dimension Flf/ln;f‘;e zg ;3(5) 1”903745 1,698 0,098
Cognitive Sub-dimension F&n;f‘;e zg ;2? g;; 0277 0,783
Behavioral Sub-dimension F;/In;?;e zg ;:8; :;2; -0,82 0,935
TENDENCY TO REVENGE F&n;f‘;e zg gg }gég 1514 0,102

According to Table 6, there was no statistically meaningful variance between the mean scores of the organizational
cynicism, sub-dimensions and revenge scores of the students who participated in the study, based on the gender
variable, at the end of t-test (p> 0.05). However, female participants gave higher scores on the organizational

Published by Sciedu Press 51 ISSN 1925-0746  E-ISSN 1925-0754



http://wje.sciedupress.com World Journal of Education Vol. 8, No. 6; 2018

cynicism scale while male participants gave higher scores on the revenge scale.

Table 7. Correlation Test Results of Organizational Cynicism Scale and Its sub-dimensions and Revenge Scale
(Pearson Correlation)

1 2 3 4 5
1-ORGANIZATIONAL r 1
CYNICISM P
2- Affective-Sub T , 864" 1
dimension p .000
3- Cognitive T ,912*" ,683™ 1
Sub-dimension P .000 .000
4- Behavioral T ,835™ , 583™ .650™ 1
Sub-dimension P .000 .000 .000
5- TENDENCY TO r .294™ , 218" ,282™ 267" 1
REVENGE p ,002 ,025 ,004 ,006

In Table 7, according to the correlation analysis conducted to examine the relationship between the participants'
organizational cynicism and sub-dimensions and the tendency of revenge, following results were obtained;

Positively low levels of organizational cynicism and revenge (r = 0.294, p <0.05); positively low levels of affective
sub-dimension and revenge tendency (r = 0.218, p <0.05); positively low levels of cognitive sub-dimension and
revenge tendency (1=0,282, p<0,05); positively low levels of behavioral sub-dimension and revenge tendency
(r=0,267, p<0,05).

As a result, the main hypothesis is accepted.

4. Discussion and Conclusion

At the end of our study, it was revealed that gender and type of employment variables did not make a significant
difference in organizational cynicism and sub-dimensions and will for revenge. However, significant differences
have been identified in favor of the participants earning a low salary in the behavioral sub-dimension of
organizational cynicism. Accordingly, those receiving a lower salary tend to criticize organizations/workplaces more
than others and have a greater tendency to be cynical with their colleagues and humiliate them.

On the other hand, the scores of organizational cynicism and revenge intention of the participants are moderate and
even low. It is considered that is related to the fact that the participants are very young, they are athletes in general
and/or working in sports-related works. Since the sports bring people together and allow people to communicate, the
behavior of the participants are positively affected. Participants continue their lives as a student both at the university
and a professional for the rest of their times. Student life is thought to play a role in the low level of these scores. It is
believed that as the socialization capabilities of the students are increased with the workplace and the school at the
same time, the students are away from negative emotions and behavior. When the mean scores of the sub-dimensions
were examined, it was determined that the behavioral sub-dimension mean was higher than the others. This can be
interpreted that organizational cynicism reflects more behaviorally on individuals.

On the other hand, because the participants are students, they are fully aware that their current job is not their only
option. Hence, they are relieved from pressure. The possibility of being employed in different sectors after
graduation may also prevent them from developing obsessive and negative feelings about current jobs and
workplaces.

In addition, it is considered that having content in the faculty emphasizing concepts such as sporting, fair play and
olympics helps students to suppress their negative feelings. Although there is a positive relationship between the
level of organizational cynicism and intention of revenge, the low level of this relationship is acknowledged as a
positive result. When the level of relationship of the participants in the levels of organizational cynicism increases,
the individuals' own interests will come into the prominence, and when the values such as honesty and justice will be
eliminated, the low level of the relationship is considered as a positive result.

Tayfun and Catir (2014) investigated organizational cynicism levels of nurses and found similar levels of
organizational cynicism with our study. According to another study conducted with the participation of 305 teachers
to determine the relationship between school principals 'perceptions of power and teachers' perceptions of
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organizational cynicism, the gender variable didn't change the cynicism perceptions, similarly to our study (Altinkurt
vd, 2014:26). Kalay et al. (2014) also reported similar results. Organizational cynicism was low in a study conducted
on 312 primary schools, which examined the relationship between ethical leadership behavior of managers and
perceptions of organizational cynicism. This indicates that teachers' commitment to the organization at the primary
school is high. On the other hand, similar to our study, perceptions of organizational cynicism do not differ according
to gender variable (Dogan and Ugurlu, 2014:492). , Yildirim et al. (2017) revealed that gender variable did not make
a significant difference in organizational cynicism scores.

According to a study, conducted on 203 people working in Nevsehir Province Finance Corps, the effect of the
silence of the members on organizational cynicism; the levels of organizational silence and organizational cynicism
are weak. This is related to the fact that the research organization is a public institution and provides high
employment security to its members and the participants are essentially educated people. According to the study,
which examines the relationship between the teachers' perception of communication skills of teachers in Giresun and
the level of cynicism of teachers; there was a low and negative relationship between communication skills and
cynicism (Uzun and Ayik, 2016).

Kalay et al. (2014: 128) reported that almost 43% of the workforce in the United States had cynical attitudes in
principle and that commitment in professional relations fell from 70% to 15% (Mirvis ve Kanter, 1991). These rates
are really high. In addition, two negative issues such as organizational silence and mobbing have been positively
related to organizational cynicism. Jhonson and O’Leary-Kelly (2003) reported that they have proved the existence
of a relationship between cynicism and psychological contract violation. Abraham (2000) revealed that
organizational cynicism is positively related to job dissatisfaction and alienation and negatively associated with
organizational commitment and organizational citizenship behavior. Reichers, Wanous and Austin (1997) found
organizational cynicism to be negatively related to job satisfaction and organizational commitment, and positively
related to the filing of grievances. Andersson and Bateman (1997) showed that organizational cynicism is negatively
related to intentions to engage in organizational citizenship behavior.

In addition, in our study, the gender variable did not lead to a statistically meaningful significant difference in
intention to revenge. Nayir (2016) and Akin et al. (2012) ascertained that the gender variable did not make a
meaningful difference in the intention of revenge of participants as in our study. According to a study examining 350
teacher candidates' perceptions of revenge, male teacher candidates intend to take more revenge compared to females.
In addition, the teacher candidates adopt the revengeful behavior (Nayir, 2015:1214). On the other hand, according
to Yilmaz's study (2014) in accommodation enterprises; male members' intention to revenge is more significant than
female members. In addition, the intention of revenge of the members who have been exposed to aggressive
behavior for more than 6 months is increasing. In other words, the members do not want to take revenge if they are
exposed to short-term injustices or occasional injustices, but long-term victimization causes them to take revenge
(Yilmaz, 2014: 102). In a study conducted on university students, Satici et al. (2015) revealed that men's revenge
intentions were higher than women. Demirkasimoglu (2018) in a study conducted on teachers, the tendency of
revenge of the men was higher than the women's tendency.

In the organizational behavior literature, the concept of revenge is generally examined as the intention of revenge
when an member encounters something unfair and engages in sabotage behavior (Tatarlar and Cangarli, 2014).
However, Giillii and Sahin (2017) did not find a relationship between organizational justice perceptions and revenge
tendencies of physical education teachers. This was related to the fact that the sample group consisted of teachers
that internalized fair play, which is a highly significant concept in sports.

Giilli and Sahin (2016) in their research on the revenge tendencies of coaches didn't reveal any significant difference
in gender and type of employment (permanent, contracted) variables in revenge scale scores. According to a study
conducted with 215 people, who investigated the mediating role of alienation in the effect of management style on
counterproductive business behavior; it is ascertained that the democratic management style negatively affects the
workers' counterproductive behavior and the alienation to their jobs (Kanten and Ulker, 2014: 34, 35).

Instead of the intention to take revenge in the organization, forgiveness can be considered as an essential form of
behavior in terms of ensuring peace and avoiding conflict within the enterprise. The manager who forgives will lay a
responsibility on someone by giving a second chance. It is anticipated that the establishment of the forgiveness
culture within the organization will contribute to the increase of organizational commitment, sincere behavior in
interpersonal relations and organizational performance. Thanks to the forgiveness culture, it is foreseen that the
negative organization behavior such as cynicism, will for revenge decrease (Sener and Cetinkaya, 2015:36).
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Hence, it is necessary to take precautions to minimize the dark side of organizational behavior, which is caused by
many factors (personal and situational factors), although it is impossible to be completely eliminating the dark side
of organizational behavior. Because this has negative impacts such as the decrease of efficiency, the decrease of
performance, the increase of costs, exhaustion, fall of job satisfaction and organizational commitment, which also
damages the reputation of the organization and the members of the organization. In this context, in order to protect
against the damages caused by such behavior, it is essential to establish an organizational culture with ethical values,
to ensure the perception of organizational justice, to conduct integrity tests on personality, to establish a clear
communication with the members, to critically approach the practices supporting such negative behavior and to be
zero-tolerant against these behavior (Binboga et al., 2018: 395).

As a result, there is a relationship between counterproductive behaviors and revenge intention. It is recommended to
carry out this research in different organizations and working groups. Consequently, significant measures should be
taken to minimize negative behavior in organizations.
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