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Abstract

Background: It is important to reveal the factors that affebe tefficiency of the organization and the
relationship between these factors in health sector

Aim: This study was coinducted to determine the effeftsrganizational identification and organizatibna
cynicism on employee performance among nurses.

Method: This is a cross-sectional, descriptive, and cati@hal study. The data were collected from 215esir
working at different units in four hospitals indsbul. The data collection tools were an introdryctoformation
form and three scales for measuring each concdy.dbta were analyzed on IBM SPSS Statistics 2ly00
using descriptive, comparative, correlative, regims and internal consistency analysis.

Results: This study determined a positive relationship leetw organizational identification and employee
performance and a negative relationship betweeanizgtional cynicism and performance; identificatend
cynicism together explained 42% of the change ipleyee performance. Moreover, this study determithed
nurses’ age group, educational levels, positiom&l Eength of experience in hospitals caused sicpnifi
differences on scale scoré&3onclusions: The study demonstrated that employee performanadluenced by
both organizational identification and organizagiboynicism.

Keywords: Efficiency, Nursing, Organization and administratio

Introduction can make a direct contribution to the success of

There is an increase in the expectations &rganizatio_n V.Vith their performance in_ health
organizations from their employees and similarl are organizations (Zhang et al., 2013; Ziapour et

expectations of employees from thei ., 2014).

organizations. Managers play important roles i@rganizational identification is considered as one
meeting these mutual expectations of bothf essential conditions for the efficiency of the
organizations and employees. They also hawgganization. It refers to the identification of
these important roles in health care organizationsmployees as a part of the organization to
Nurse managers play a critical role inidentify with that organization (Kaifi, 2013). I$ i
determining positive or negative organizationahdicated that the concept of organizational
behaviors that are exhibited by nursing staff whimlentification has a positive correlation with
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employee performance and organizationdaygin et al., 2017; Shahzad & Mahmood,
citizenship behavior, and a negative correlatiop012).

\;Vr']tg ;&%gﬁg“&?ﬂg;??ﬁe ?#;ré?ég??q!g?/nt?n%lﬂis also important to explore factors that affect
Uslu Sahan, 2016). The studies have alsr%e efficiency of the organization and the

indicated that organizational identification plays lationship between these factors in health
" gan . P ysector, which generates service by expert human
a positive role in enhancing employees

] . resources. Nurses, who comprise a great part of
E/Ie;;ogr;aerr”ce Zgbigg ?&mﬂlérszogr’oeigsgllg &healyhcare professionals that pr0\_/ide_ direct
Lankhaar é013) ' ' : &Serwce for thosg who apply to organizations for

' ' healthcare service, must be assessed in terms of
Numerous studies have been conducted organizational identification, employee
different sectors to determine the correlatioperformance, and organizational cynicism, all of
between the organizational identification andvhich that directly influence the efficiency of
performance (Mauno et al., 2014; Muda, Rafikiprganization, and to reveal the factors that affect
& Harahap, 2014; Neves, 2012; Ziapour et althese concepts and the relationship between these
2014). These studies conclude that those whoncepts.
identify with their organization and consider, . :
them?e/zlves a part of gtheir organization make his study had the following purposes: (a) to

greater effort for conducting their work, consider termine  the organizational |dent|f_|cat_|on,
themselves as representatives of o’rganizatierqn plqyee performance, and organ!zatlonal
both inside and outside, and prioritize th%ynlp!sm Ieyels of nurses; (b) to define the

, o . o %|gn|f|cant differences of these levels among
benefits of organization in all their decision

_ o sparticipants' according to their socio-
(Mauno et al., 2014; Muda, Rafiki, & I—l"’lrahap’demographics; (c) to investigate the relationships

2014; Neves, 2012; Ziapour et al., 2014) ] .
o . . between these factors; and (d) to define the
Additionally, Yaghoubi et al. (2013)dicate that effects of organizational identification and

organizational identification has effects on th - -
9 rganizational cynicism levels on employee
personal performance of employees, an erformance

employees with a high level of organizationa
identification have a lower intention to leaveMethod
current employment and a higher performancg,[udy Design

level.
. . This research is a cross-sectional, descriptive,
Having a negative effect on employe

o o “Snd correlational study.
performance, organizational cynicism is

expressed as distrust in other people and in thé&etting and Sample

organization (Nafei & Kaifi, 2013; Yuksel & this stydy was conducted in I city as a center

Sahin, 2017). A cynical person prejudiciallyhere the highest number of nurses with widest
d'StFUStS the smcerlty and g(_)odness of _hum%riety of characteristics and functions work in
motives _and _behawqrs. It is not an INnatg,q country. While sampling, the researchers paid
personality trait, but is caused by experienCegiontion 'to the representation of different
such as distrust in s'uperiors, negati\{e Iea‘dersmgspital types. In this sense, a public hospital, a
behaviors, role conflicts in the work life, as welly pjic yniversity hospital, a private hospital, and
as negative working conditions like long working iy ate university hospital that provide general
hours and an excessive work load (Chiaburu gbaih service in the province of | city were

al., 2013; Nafei, 2013). Studies show thaf,q,qeq in this study. As an inclusion criterion,
organizational cynicism has effects on employegs ces should have been working in  the
that result in low performance, reluctance ifnittion for at least one year. To summarize,
organizational citizenship behavior, unethica,;c study was conducted with 215 nurses who
behavior, motivational decrease, interpersong‘}ere working at a public hospitah & 40), a

conflict, absenteeism, increase in cessation aﬁhblic university hospitalr( = 100), a private

employment, d.decr.e?se' n X orgarlllzaﬁuonf ospital @ = 40) and a private university hospital
commitment, dissatisfaction with work-all of ¢ X35y in | city for at least one year.

which may negatively affect organizational

efficiency (Cinar, Karciiglu, & Aslan, 2014; Most of participants were female (94.9%), had a
bachelor's degree (60.0%), ranged in age from 19
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to 52 years (31.83 + 7.67), and were working inanging from “strongly agree — 5 points” to
the public university hospital (46.5%). Most of‘strongly disagree — 1 point”. The internal
the nurses staff positions (85.6%) in inpatiertonsistency coefficient of the scale was .83 in a
services (85.6%)had between 1 and 33 years oprevious study (Zehir & Erdogan, 2011).
experience with hospital work (7.92 + 8.04), an
had between 1 and 30 years (10.19 + 8.23)
professional nursing experience.

ganizational cynicism scale: This variable was
easured using the organizational cynicism
scale, which had been adapted for Turkish
Ethical Considerations healthcare professions (Dean, Brandes, &

Permissions from the researchers who developg@arwadkar’ 1998; Topcu et al., 2013). It has 14

or adapted the original scale were received via ifems in three subscales (cognitive, affective, and

mail. Before collecting the data, ethics committeof?ﬁg'?r?é Csyunkl)(:cfglz'sEiﬁ?l?ﬁées“loragﬁg/z f?r:a?ar(r:lh
approval was received (Approval no. A- ' y

07/06.01.2015). Permissions were also receivf@OSpr:tizi/es,,aXfN hZ?]el t;ri];rll(gab?)r:ftj mdoﬁgs igIOtTer
from the administrative and nursing servic 9 ), y pital,

departments of the hospitals where the data Wqut angry (affective)’, and “In my hospital | see
to be collected. very little resemblance between the events that

are going to be done and the events which are
Limitations of the Study done (behavioral)”. Responses ranged from 1

This study could not be conducted within th%ever) 5 (qlways), and the mean Score ranges
scope of a larger sample. Also, performance lev: m 1.t9 . H_I'_?]herCSCOLeS r']r,]d'c?ti hlghe;f'le'velts
of participants was measured by a self-report cynicism. -1he wronbach's alpha coetficien
scale and could not be evaluated by oth as .94 for the Turkish version of the scale
objective performance measurement systems. opcu et al., 2013).

Data Collection Table 1 shows Cronbach’'s alphas for all

Data was collected during February through Jurfgeasures in this study.

2015. The data collection tools included ®ata Analysis

participant information form and three scales;

two scales were adapted into Turkish and oﬁé?;:gziz qur%egsrrifotri\r?ee(inﬁrﬂggr IBxceSnI;SSe
was developed in Turkish. Therefore, al ’ P P ge,

. : . mean and standard deviation), comparative
instruments were valid and reliable. (Mann Whitney U and Independent sample t-
Participant information form: A self-reported test), correlation (Pearson Moment Correlation),
information form was designed to collectregression (Linear and Multilinear) and internal
sociodemographic data, including age, genderpnsistency analyses were used in this study.
educational level, unit, position, and length OE

experience in the organization and the professio .esults

Organizational identification scale: The original Thte)zhresdl_Jlts of the stu?y“ are.presenteo_l 'r,‘[. thr(Te
version of the scale was developed by Mael ar%J i.a ngs ol as OlIOWS. I orgqmza(;cgla
Ashford (1992), and the Turkish adaptation stud! entification (Ol), organizational cynicism (OC),
was conducted by Tak and Aydemir (2004). A nd employee performance (EP) levels of the

example item from the scale is, “When | ta“Partlmpants; the ~ impact  of = participants

about this hospital, | usually say ‘we' rather tha%haractgnstlcs on O, OCT’ and ERnd the
‘they"”. Answers are provided on a 5-point Likerteorrelations and  regressions between these
scale ranging from “strongly disagree — 1 pointponcepts.

to “strongly agree — 5 points”. The internalParticipants’ Ol, OC, and EP Levels

consistency coefficient of the Turkish version o . . e
the scale was .88 (Tak & Aydemir, 2004). It was determined that identification (3.50 + 1.07)

and performance levels (3.95 + .63) of the nurses
Employee performance scale: The present study were above the median (i.e., 3 for the 5-point
used the 7-item employee performance subscdléert scale), whereas the cynicism levels (2.75 *
of the Performance Scale developed by Zehir an@d9) were below the median. The internal

Erdogan (2011). An example item from the scaleonsistency coefficients of measurements
is, “I complete my tasks on time”. Self-reportobtained from the sample were .80 and above
answers are provided on a 5-point Likert scal@able 1).
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Table 1. Means, Standard Deviations, and Reliabiles for the Study Concepts

Range SD a
Organizational Identification 1-5 3.50 1.07 .94
Employee Performance 2-5 3.95 .80
Organizational Cynicism 1-5 2.76 .99 .96
M=Mean, Range=The minimum and maximum scores op#rtcipants, SD=Standart deviatiaxCronbach’s alpha coefficient
Table 2. The comparisons based on personal charadgtgics of the participants (N=215)
Ol oC EP
Mean (SD) Mean (SD) Mean (SD)
Age < 30 years old 3.29 (1.20) 2.99 (1.20) 3.88 (0.70)
> 31 years old 3.77 (0.78) 2.45 (0.68) 4.04 (0.53)
Test and significance t=-3.53 t=4.38 t=-1.97
p = .001* p < .001%* p=.05
Educational <Associated 3.07 (1.16) 2.83(1.27) 3.83 (.74)
Level > Graduated 3.63 (1.00) 2.73(.89) 3.98 (.60)
Test and significance t=-3.26 t=.50 t=-1.35
p=.001** p=.220 p=.180
Position Staff 3.40 (1.08) 2.78 (1.03) 3.92 (.64)
Manager 4.07 (.70) 2.60 (.63) 4.12 (.58)
Test and significance t=-4.54 t=1.27 t=-1.68
p < .001%* p=.208 p=.094
Experience in <5 years 3.33(1.19) 2.88 (1.17) 3.88 (.68)
hospital > 6 years 3.72 (.84) 2.59 (.68) 4.04 (.55)
Test and significance t=-2.80 t=2.28 t=-1.90
p = .006** p=.023* p=.059

EP=Employee Performance, OC=Organizational Cynici€dh=Organizational Identification, SD=Standart
Deviation, t=Independent Sample t-Tegt,<.05; **p < .01; ***p < .001.

Table 3. The Effects of Ol and OC on EP

Employee Performance

R AR? R p
ol 40 16 40 <.001*
ocC 22 .05 -.22 .001*
Ol and OC 42 18 .37/-.13 < .001*

EP=Employee Performance, OC=0rganizational Cynici3mQrganizational Identification,pr= .001, *p < .001.
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Figure 1. Scatterplots and Regression Lines Amongdbcepts

(@=0C and EP, (b)=0Ol and OC, (c)=Ol and EP, EP=Eygao Performance, OC=Organizational Cynicism,
Ol=Organizational Identification

r=.67, p<.001

r=-.47, p<.001

r=-.43, p<.001

OC

Figure 2. Correlations Between Concepts
EP=Employee Performance, OC=0rganizational CynicB@mOrganizational Identification

The Impact of Participants' Characteristics on hospital p < .05). Younger and less experienced
Ol, OC, and EP in hospital work had higher scores on the
ynicism scale. Finally, Table 2 also shows that
hly the age groups category had a significant
ifference p = .05) on performance levels;
nurses 31 years and older had higher scores on
dthis scale. In addition, no significant difference
was found between participants in the gender,
![Jnits, and experiences in profession variabges (
05).

Data in Table 2 show that age, educational level
position, and experience in hospital factors affe
the participant identification levels. The older (
= .001), more highly educatedp (= .001),
managers { < .001), and more experience
nurses at the hospitaP < .01) had higher scores
than the others. There were significan
differences between cynicism of the groups in -
terms of age @ < .001), and experience in

www.inter national jour nal ofcaringsciences.org



International Journal of Caring Sciences September-December 2018 Volume 11 | Issue 3| Pagel712

Correlations and Regressions Between at the same hospital increased, the nurses’
Concepts thoughts about hospitals became more negative

Before analyzing the correlations between th(ﬁ}/oIIOe etal., 2014).

concepts using Pearson Product Momemh this study, a positive correlation between Ol

Correlation, the scatter-dot graphics werand EP was found. Additionally, there were

examined; a positively linear correlation betweenegative correlations between OC and EP, and
OI-EP and negatively linear correlations betwednetween OC and Ol (Figure 1, Figure 2).

OC-EP and OC-Ol were determined (Figure 1)'Another finding of this study is that considering

Figure 2 shows the correlations between th®l and OC variables together explained 42% of
concepts. The correlation between Ol and EP wése change in EP, and that there was a highly
positive, highly significant, and of moderatesignificant effect between thenp & .001,p <
solidity (r = .67, p < .001); however, the .001) (Table 3). In the study of Zhang et al.
correlation between OC and EP was negativ€013) a positively significant correlation was
highly significant, and of moderate solidityfr- determined between Ol and performance. In
.43,p < .001); the correlation between OC and Odther studies, it has also been stated that
was negative, highly significant, and of moderatemployees who were emotionally committed to
solidity (r=-.47,p < .001). their organization displayed higher performance,
When the effects of Ol and OC on EP werd@Wer absenteeism, and a lower intention to leave

examined individually, Ol explained 40% of the aghoubi et al., 2013; Ziapour et al., 2014).
change in EP alone. Whereas 22% was explaingdrzioglu et al. (2016) and Santas et al. (2016)
by only OC. The multilinear regression analysiglso stated that Ol had a positive effect on EP.
performed to determine the effect of botiMoreover, a study by Santas et al. with
variables on EP showed that the variabldsealthcare professionals found that Ol explained
together explained 42% of the change in EP. Thg0.8% of the total variance in EP (Santas et al.,
study found inter-variable effects to be highh2016).

significant f = .001,p < .001) (Table 3). In the study conducted by Gillet et al. (2013)
Discussion with 323 nurses working in various hematology

When examining the results of this stud)?nd oncology_units inFrance, organizatio_n_al
conducted to determine the OI, OC, and Eaupport perceived by nurses had a positive

levels among nurses, as well as the correlatioﬁgrrelat'on with job satisfaction, Ol, and
and regressions between them and the fact&grformance.

affecting them, the Ol and EP levels of the nursds parallel with results of this study, there was a
were above the median, whereas the OC levaiggative correlation between OC and EP in
were below the median (Table 1). Similarly, irprevious studies (Chiaburu et al., 2013; Nafei,

the study of health employees conducted KB3013; Neves, 2012; Shahzad & Mahmood, 2012).
Santas et al. (2016), moderate OIl, OC, and Egmilarly, cynical employees had a lower

fgj;ti;vr?;? I;(\)/glnd' r:)r;essoilgrl;[fln’exals:i)er?cse age rticipation in labor development programs that
e : P . P " Irectly affected their performance, and they had
position level of the nurses increased, their

levels increased lower organizational commitment in different
' research reports (Kaygin et al., 2017; Nafei &

As nurses’ age increased, their EP levelkaifi, 2013; Yuksek & Sahin, 2017). This
increased as well. Similarly, younger nurses witidicates that if the level of OC of nurses is
less experience had higher OC levels (Table dpwered, nurses’ performance will increase.
e macde the present esearenerscorcite e present sy, £ i afected by both O
pe?formance of employees, integrated them mo%l d OC _Although feeling more organizational
fully into their organization’ and decreased thelf&entlﬂcatlon reflects pos'ltlvely _on 'the

. . . mployees’ performance, their negative opinions
tendency to display cynical behaviors. Volpe e

: ' out the organization decreases their
al. (2914) also sta'geq that nurses perception erformance. Therefore, to improve Ol and OC
organizational cynicism showed a significan

. . . ehaviors of nurses will make a positive effect on
difference according to the length of professiona] .
. =" Their performance.
experience. They found that as the working time
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Conclusions Erzurum/Turkey. Procedia-Social and Behavioral

. . . Sciences, 150, 429-437.
In this study, it was determined that both Ol angean’ J. W., Brandes, P., & Dharwadkar, R. (1998).

oC have effeCt on EP. Although feeling more Organizationa| Cynicism' The Academy of
organizational identification reflects positiveli o Management Review, 23(2), 341-352.

the employees’ performance, their negativ&illet, N., Fouquereau, E., Bonnaud-Antignac, A.,
opinions about the organization decreases their Mokounkolo, R., & Colombat, P. (2013). The
performance. This negative effect is identified mediating role of organizational justice in the
especially among younger nurses. The more relat|0nsh|p’ betvyeen transfprmatlonal Iead(_ersh|p
experience in profession or organization results @"d nurses’ quality of work life: A cross-sectional

. L ; guestionnaire survey. International Journal of
yarfgglelgss significant correlation between the Nursing Studies, 50(10), 1359-1367.

S . . Kaifi, B. A. (2013). Organizational behavior:
The findings of this study firstly may help nurse managing and leading organizations. Llumina
managers to understand the correlations betweenpress, Tamarac, FL.

Ol and OC levels of a nursing staff with EPKaygin, E., Yilmaz, T., Gulluce, A. C., & Salik, N.
Secondly, it may be possible to define risk groups (2017). A research for determining the relationship
in terms of OC and to take required managerial between the organizational cynicism and the

precautions. organizational commitment. Management and

Our results recommend the following changes: ~ Organizational Studies, 4(1), 1-9. _
Mael, M., & Ashforth, B. E. (1992). Alumni and thei

. Take precautions to remove underlying alma mater: A partial test of the reformulated

factors that cause beginning nurses to have a model of organizational identification. Journal of

tendency to display cynical behaviors; Organizational Behavior, 13(2), 103-123.

. Inform beginning nurses about theMauno, S., DeCuyper, N., Tolvanen, A., Kinnunen,

U., & Makikangas, A. (2014). Occupational well-
being as a mediator between job insecurity and
turnover intention: findings at the individual and

organization, provide in-service training, and
help identify them with the organization;

* Improve the work environment 10 \ork department levels. European Journal of Work
stimulate higher Ol and lower OC. and Organizational Psychology. 23(3), 381-393.

. Conduct activities that would increase théuda, I., Rafiki, A., & Harahap, M. R. (2014). Facs
performance of nurses and give them influencing employees' performance: a study on
encouragement; the Islamic Banks in Indonesia. International
. Enable nurses to feel like a part of Journal of Business and Social Science, 5(2), 73-

80.
Nafei, W. A. (2013). Examining the relationship
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