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Abstract

This study aims to determine the relationship between organizational depression and organizational change cynicism. It also
aims to examine how much the teachers' perceived organizational depression level explains the perceived organizational
change cynicism. The fact that the relationship between organizational depression and organizational change cynicism, which
is shown as the cause or result of each other in the literature, has not been sufficiently examined so far, increases the
importance of this research. A relational screening model uses in the research. The sample of the study consists of a total of
329 teachers, 214 female (65%) and 115 male (35%) working in 28 secondary schools in Balikesir Korfez (Edremit, Havran,
Burhaniye, Gomeg, and Ayvalik) districts in the 2021-2022 academic year. The sample was selected by simple random
sampling. It constitutes 81.58% of the participant group between the ages of 30-49. The collected data were processed into
the SPSS 26.0 program and analyzed. As a result of the research, significant and strong positive relationship was found
between organizational depression and organizational change cynicism. Another significant aspect of the study is the findings
of the number of teachers in schools regarding the perceptions of organizational depression and organizational change
cynicism.

Keywords: Organizational depression, cynicism, cynicism of change, hopelessness, burnout.

INTRODUCTION

Today's world is in intense and rapid change due to globalization, digitalization, and technological
developments. There is an age in which an event that has a last-minute value in the morning loses its
news value before evening. A quality that was sought after a few years ago can turn into a feature that
is not needed today. Moreover, this change process has not only been limited to the qualities of
products such as goods, products, and materials but has also affected the quality of the service sector
and human resources in organizations. Since 2000, the rapid change in information and
communication technologies in the last 20 years continues to affect the way the sectors do business
and human life (Yavuzarslan & Kurt, 2020). Occupations that cannot renew themselves, and cannot
keep their raw materials, workforce, design, customers, and technology up-to-date are disappearing
over time (Colakoglu, 2018, p. 47). It is very difficult to predict which professions will come to the
fore in the next 10 years, as well as the qualifications sought in these professions. For this reason, the
knowledge and skills that the human resources should acquire after entering the organization and their
entry qualifications should be compatible with the changing conditions and should not constitute an
obstacle to change. Training the personnel in a way that they can follow the change and see the future
is significant for the continuity of the organization (Pasaoglu, 2013). The phenomenon of change has
become a characteristic feature in many organizations as well as in our lives today (Lewis, 2019).

Copyright © Turkish International Journal of Special Education and Guidance & Counseling 58


http://www.tijseg.org/
mailto:a.afacan@hotmail.com
mailto:nejat.ira@gmail.com
https://creativecommons.org/licenses/by/4.0/

ISSN: 1300 — 7432

¥ TIJSEG e

Turkish International Journal of Special Education and Guidance & Counseling 2023, volume 12, issue 1

With increasing globalization, competition, and market volatility, today's organizations must be more
proactive and agile than organizations of the past; Organizations need to adapt quickly to changes in
their environment in order not to face any devastating consequences such as company bankruptcy or
extinction (Hay et al., 2021).

Organizations sensitivity to change, quick reaction, and appropriate reaction to time and situation have
gained more importance today. Organizations that are managed with an ongoing understanding and
approach and a status quo understanding cannot show progress and development. Especially in the last
pandemic period, this situation has come to light once again. While the organizations and sectors that
fit the conditions of the day continue to live and grow, the organizations that continue their traditions
have had difficulty adapting to the changing conditions and lag behind the sector. Organizations are
structures that affect and are affected by their environment, and if they cannot adapt to the developing
order of the world, they take on a static structure. Education is one of the sectors that are most affected
by these changes, especially in communication and information technologies, and which is expected to
go ahead of the era.

Schools can react to the current rate of change with the interventions to be made. However, these
interventions may not always yield positive results. Although there are different reasons for the failure
of change interventions in schools, the human factor and the resistance associated with this factor are
the most common reasons for the failure of change interventions (Beycioglu & Kondakci, 2021). How
to manage the change process in educational organizations and teachers' attitudes toward change are
among the issues that have been emphasized by researchers in recent years. The effective realization
of a change in the organization is related to the attitudes and perceptions of the employees as well as
the characteristics of the leader (Calik & Er, 2014). From the point of view of the person being
studied, the first and most important thing that a person needs to change is his attitude towards the
factors that affect him in his working life (Kocel, 2013: 682). An important issue that hinders the
realization of change in the organization is the organizational change cynicism that can develop in the
working personnel.

Organizational cynicism is defined as a negative attitude towards new change efforts due to
unsuccessful change experiences in the past, and the belief and pessimism that develops in employees
that organizational changes will not be successful due to the perception of the inadequacies of the
people who manage the change (Wanous et al. 1994). Setting realistic expectations, fulfilling
responsibilities, and directing aspirations are three ways an organization can prevent cynicism (Mirvis
& Kanter, 1989). Involving the employees in the change process makes them aware of the actions of
the management; In addition, accepting past unsuccessful management mistakes, if any, reduces the
tendency of employees to blame the manager (Wanous et al., 2000). Information sharing and
participation in the decision-making process will prevent organizational change cynicism (Brown &
Cregan, 2008). It is necessary to manage the support and justice perceptions of the employees well and
to ensure that the employees are aware of the change as much as possible (Thundiyil et al., 2015).
Unless there is a clear climate in the organization, change and development efforts will be difficult
(Appelbaum, 1977). Making as few changes as possible, informing the employees, and increasing the
change capacity will increase the effectiveness of the change in the organization (Stensaker et al.,
2002). Recognizing why change is important and celebrating small victories along the way is very
important (Stobierski, 2020). Cynicism is likely to occur when successes are not communicated to
employees and they assume that they are unsuccessful (Wanous et al. 1994). Cynicism causes a
general distrust of the administration and disregard for its instructions (Mirvis & Kanter, 1989).
Employees who develop change cynicism show low commitment, satisfaction, and motivation to work
in the organization (Reichers et al., 1997).

A teacher experiencing organizational cynicism; may feel that their efforts to improve their school are
ignored by other employees. The teacher may feel that his suggestions to improve the quality of his
school are not taken into account, and he may cut off his suggestions to improve his school. They may
believe that their colleagues are not doing their best. By assuming that there will be no fair
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administration, he may think that undeserving people and behaviors will be appreciated. He may have
a pessimistic attitude toward the future of the school (Kalagan & Giizeller, 2010).

Studies have listed the negative effects of cynicism as emotional burnout and burnout, absenteeism,
insecurity, decreased job satisfaction, and lower commitment (Sguera et al., 2022). While some claim
that cynicism is the first stage of burnout, followed by inadequacy and finally exhaustion, there are
also studies stating that exhaustion will occur first, this will cause the development of cynicism and
then inadequacy will emerge. In general, however, research on burnout has established a sequential
link from burnout to cynicism (Maslach et al., 2001). Beginning with feelings of disappointment,
burnout ranges from mild frustration, anxiety, and depression to more severe emotional responses,
often described as emotional exhaustion or depletion of emotional resources. The feeling of
depersonalization, which is defined as the development of negative and cynical attitudes toward
service recipients, is also a symptom. (Lewandowski, 2003). In addition, cynicism and emotional
exhaustion meet at a common denominator in terms of their effects on depression (Capone et al.,
2019).

Having difficulty keeping up with the developing technology and the rapidly advancing time;
Individuals who are insufficient to provide solutions to daily stresses and troubles are at risk of
developing depression (Karadag, 2019). Depression; Symptoms such as hopelessness, pessimism,
inadequacy, self-confidence, helplessness, feelings of worthlessness, guilt or self-blame for
unimportant reasons, withdrawal from social life, and no longer enjoying things that are normally
enjoyed; It is a state of depression that is considered as a mood disorder in psychology if it lasts for a
long time and has a significant negative impact on the social, individual or professional life of the
person (Budak, 2009: 196). Depression can severely affect a person's ability to perform routine
activities at work. U.S. companies lose an estimated $30 to $44 billion a year due to employee
depression, whose ratio varies by occupation and industry, negatively impacting the U.S. industry due
to loss of productivity, employee absenteeism, and low morale (Sutton, 2012:174). The depressive
mood of the teachers working in the schools may prevent the investments made and the realization of
the goals of the school. This situation may cause students not to gain the skills they need to acquire in
various aspects (Akman & Abasli, 2016). Depression is one of the most common and costly health
problems affecting the workforce. Despite well-established research showing the relationship between
employee depression and decreased productivity at work, increased absenteeism, and higher
healthcare use, most employers remain largely unresponsive to the phenomenon of company-based
depression (Putnam & McKibbin, 2004). However, contrary to what is commonly known, depression
can turn into a situation that can spread not only in the individual dimension but also in the
organization. Seymour Epstein, professor of psychology at the University of Massachusetts at
Ambherst, says that people are affected by the moods of those around them through "emotional
contagion" (Bird & Clendenin, 1992).

Organizational depression, which tends to spread from the leaders in the organization to the
employees, is defined as the beginning of lifelessness and fatigue in the organization, the indifference,
and lethargy, the absence of any meaningful action, the inability to see the future, the avoidance of
risks and initiatives. (Bilchik, 2000). The low performance or ineffective behavior of employees,
collectively or individually, distinguishes such organizations from others (Gray, 2008). Organizational
depression can cause a decrease in trust in the organization, a deterioration in communication, a
decrease in motivation in employees, and an increase in absenteeism (Kilpatrick, 1998).
Organizational depression may occur due to the decrease in employees' commitment to the
organization, the negative atmosphere of the organization, and a closed culture against change
(Atasoy, 2018). Organizational depression can develop in cases of downsizing (Gray, 2008), loss of
employee motivation and decrease in organizational potential (Avetyan, 2006), ambiguous and closed
communication in the organization (Betof & Betof, 2010), inconsistencies in the process (Brunsson,
1986), and failure as a result of unattainable expectations (Appelbaum, 1977). In such a situation,
policy and organizational values should be expressed more clearly and it should be accepted that the
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mental health of the employees is an important condition (Gray, 2008). Focusing on success instead of
emphasising failures and making use of employees in line with their strengths are important for the
healthy functioning of the organisation. (DeTienne et al., 2020). Effective leaders know how to
manage group influence by understanding the collective response of the group (Barsade & Gibson,
2012). Focusing on a different place, carrying out studies that will make the organization feel good,
and giving victory to the organization can help the organization gain confidence and get away from
depression (Cohen & Cohen, 1993).

Depression, on which there is little research on Human Resource Management; while increasing the
cost in the organization, minimizes the overall performance of the organization (Khan & Sultan,
2020). While it is widely accepted that some degree of failure is common and ultimately inevitable in
organizations, critical scientific interest; continues to focus on common questions and themes about
managing and surviving failure, particularly in the context of organizational change, or questioning the
consequences of failure (Schwarz et al., 2021). The interaction of employees' cognitive processes and
emotional evaluations during organizational change has received great attention in recent years
(Helpap & Bekmeier-Feuerhahn, 2016). Rahi et al. (2021) state that for the successful implementation
of change, it is important to first examine the attitude of the employee about being ready for change,
and this significantly affects the implementation of the change. General findings (Moosa et al., 2021)
show the growing interest of researchers around the world in the subject of change management, and
one of the most repeated keywords in change management is organizational change. Although
organizational change is one of the most researched topics in the fields of organizational and
educational sciences, discussions continue conceptualizing and implementing change in organizations,
since most of the organizational change initiatives fail and each failure brings financial and
psychological costs to the organization (Beycioglu & Kondakeci, 2021:801).

Purpose of the research

This study aims to try to prove the relationship between "organizational depression” and
"organizational change cynicism" and to determine to what extent these two phenomena predict each
other. The belief in change or resistance to change in schools where the visibility and implementation
of education policies are ensured is extremely important. This research, which aims to examine the
relationship between organizational depression and organizational change cynicism under the school
structure, from the perspective of teachers working in schools, aims to develop suggestions for
practitioners and researchers in the light of the information it has obtained. The fact that the
relationship between organizational change cynicism and organizational depression has not been
sufficiently emphasized until now increases the importance of the research.

Problem Status
1) Is there significant relationship between teachers' perceptions of organizational depression and
organizational change cynicism?

2) Do teachers perceptions of organizational depression predict their organizational change cynicism?
METHOD
Under this heading, there are research models, participants, data collection tools, and data analysis.

Research Model

The relational screening model is used in studies conducted to determine the existence and/or degree
of change in two or more variables. Although the relationship found cannot be considered a real cause-
effect relationship, it can provide some clues in that direction and enable the estimation of the other by
learning the situation in one variable. Because the scanning model is economical, practical, and ethical
compared to the trial model, the relationships found with scanning can be interpreted accordingly. In
the comparative scanning model, since the researcher can find the opportunity to work in a natural
environment, the results obtained are more likely to be suitable for real life (Karasar, 2020). This
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study, it is aimed to determine the relationship between organizational change cynicism level and
organizational depression level in terms of teachers' perceptions with the relational screening model.

Universe and Sample

In the formal education system of the Ministry of National Education, secondary schools constitute an
important stage in the placement of students in secondary education institutions of various types and
qualities. It is the first stage where the academic success and statistics of students and schools can be
determined by the central exam. Moreover; Secondary school students or students who have just
finished secondary school participate in exams such as PISA and TIMSS, in which international
rankings and comparisons are made. Due to the mentioned importance of the secondary school level,
the schools included in the research were limited to the secondary school level and focused on
secondary schools. The group of the research consists of a total of 329 teachers, 214 female (65%) and
115 male (35%) working in public secondary schools in Balikesir Korfez (Edremit, Havran,
Burhaniye, Gomeg, and Ayvalik) districts in the 2021-2022 academic year. The sample was selected
by simple random sampling. 329 teachers working in 28 secondary schools from 5 different districts,
which differ in terms of the average central exam scores, service areas, and teacher numbers,
participated in the research. The number of teachers working in official secondary schools in the
Korfez districts of Balikesir province is 1,126, and 329 participants in the sample correspond to a 95%
confidence level and a confidence interval of 4.55. (https://surveysystem.com/sscalc.htm) It constitutes
81.58% of the participant group between the ages of 30-49.

Data Collection and Analysis

Organizational Depression Scale: The “Organizational Depression Scale” developed by Sezer
(2011) was used to determine the organizational depression level of teachers. Consisting of 42 items
and one dimension, the scale is Likert type and is scored between 1 and 5. In the scale in which
negative statements are scored in reverse, the most positive answer has the highest score. The range of
points that can be taken from the scale is 42-210. A high score on the scale indicates a low level of
organizational depression (Sezer, 2011). The Cronbach-Alpha reliability coefficient of the
organizational depression scale was .941 (Sezer, 2011), and the Cronbach-Alpha reliability coefficient
recalculated in this study was .965. The KMO value of the organizational depression scale was found
to be .961, thus sufficient sampling was achieved, and the Sig. (.000) value was found to be significant
and was found suitable for factor analysis. The organizational depression scale is grouped under a
single factor, and the factor load values of the items vary between .301 and .816 (Sezer, 2011). In our
study, the recalculated values vary between .347 and .825. In the Organizational Depression Scale
collected in a single factor, the variance explained by the factor alone was 38.384% (Sezer, 2011), and
the recalculated value in this study was 42.991.

Organizational Change Cynicism Scale: Determining organizational change cynicism level of
teachers, Tolay et al. (2017), and the validity and reliability analyses of the “Organizational Change
Cynicism Scale” were used. The scale, which consists of 15 items and three dimensions called
managerial, experiential, and acquired cynicism, is Likert type and is scored between 1 and 5 (Tolay et
al., 2017). Like the organizational depression scale, negative statements were scored in reverse on this
scale and the most positive answer was analyzed with the highest score. The range of points that can
be taken from the scale is 15-75. A high score on the scale indicates that organizational change
cynicism is low. The Cronbach Alpha value for all of the items in the Organizational Change
Cynicism Scale was determined as .939 (Tolay et al. 2017). In this study, the reliability coefficient
(Cronbach Alpha value) calculated for Organizational Change Cynicism, consisting of 15 items, was
found to be .939. When the intra-dimensional reliability analysis of the organizational change
cynicism scale is examined, the reliability of the managerial change cynicism dimension is .893, the
reliability of the experiential change cynicism dimension is .822, and the reliability of the acquisitional
change cynicism dimension is .854 (Tolay et al., 2017). In this study, the recalculated reliability
coefficient of the three factors in the Organizational Change Cynicism scale was found to be YDS
(.938) DDS (.850) EDS (.904), and the reliability of the dimensions was found to be high. The KMO
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value of the organizational change cynicism scale was found to be .930, thus sufficient sampling was
achieved, and the Sig. (.000) value was found to be significant and suitable for factor analysis. The
Organizational Change Cynicism Scale was used in this study by Tolay et al. (2017) “Managemental
change cynicism (YDS)” “Acquisitive change cynicism (EDS)” and “Experiential change cynicism
(DDS)” It was determined that they were grouped under three factors. In this study, the percentage
explaining the total variance of the three dimensions was determined as 72.21. Tolay et al. (2017) also
found this rate to be 64.91% in the study.

In this study, which consists of 57 items in total, the general reliability coefficient of the scale is .973.
For the Corrected Item-Total Correlation Organizational Depression Scale, which provides a clearer
decision on the contribution of the items in the measurement tool to the reliability and is recommended
to exclude items less than .30 from the measurement tool as a general rule (Bursal, 2019, p. 230), It
varies between .313 and .777. (Sezer, 2011: 47). In the organizational change cynicism scale, the
correlation of all dimensions with the items was between .615 and .873 (Tolay et al., 2017: 108). As a
result of the recalculation in this study, the items ranged between .335-.796 in the organizational
depression scale and .482-.810 in the organizational change cynicism scale. (r>.30 is sufficient.)

Analysis of data

The collected data were processed into the SPSS 26.0 program and analyzed. The relationships
between the two scales used in the study were determined using the Spearman Rank Differences
Correlation coefficient. In addition, regression analysis was conducted to determine whether teachers'
organizational depression levels predict organizational change cynicism levels.

RESULTS

An answer to the question "Is there a significant relationship between teachers' perceptions of
organisational depression and organisational change cynicism?" was sought. In the solution of this
sub-problem, the correlation between the scores of organisational depression scale (Sezer, 2011) and
organisational change cynicism scale (Tolay et al., 2017) was calculated. Although there are different
classifications in the literature, it is accepted that there is a weak relationship ( | r | <.30) and a strong
relationship (| r | >.70) (Bursal, 2019, p. 131).

Table 1. The relationship between organisational depression and organisational change cynicism
(correlations)

Organizational Change Cynicism

Organizational Depression 752(**)

**p<05

In order to determine the relationship between average depression score and average change cynicism,
Spearman Rank Difference Correlation coefficient was preferred since one of the variables did not
show normal distribution (Kilmen, 2020, p. 128). The correlation coefficient for the data on
organisational depression and organisational change cynicism perceived by teachers is .752 (Table 1)
and expresses a strong positive relationship. (Bursal, 2019, p. 131) Since the significance value is
p=.000 (Sig<.01), there is a significant relationship between the two variables. Since the coefficient of
determination r>=.57, it can be said that approximately 57% of the variability in organisational
depression can be explained by organisational change cynicism or approximately 57% of the
variability in organisational change cynicism can be explained by organisational depression, although
there is no cause-effect relationship. In other words, the variance explained by organisational
depression and organisational change cynicism is 57%. Coefficient of determination (r?) expresses the
variance explained by the variables. (rs=.752; n=329; p=.000)
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Table 2. The relationship between organisational depression and organisational change cynicism
sub-factors (correlations)

Managerial Change Cynicism  Acquisitional Change Cynicism Experiential Change

Cynicism
Organiz_ational 679(**) 452(**) 760(**)
Depression ' ' '
**p<.05

The relationship between organisational depression and organisational change cynicism sub-factors is
shown in Table 2 accordingly, .679 (p<.01) correlation was found between organisational depression
and managerial change cynicism, .452 (p<.01) correlation between organisational depression and
acquisition change cynicism, .760 (p<.01) correlation between organisational depression and
experiential change cynicism.

Table 3. The predictive power of organisational depression variable on organisational change
cynicism and its sub-dimensions

Variable B Standard Error B B t p R?
Still 1.199 123 e 9.745 .000 -
Organizational Change Cynicism .763 .034 77 22.288 .000 .603
Still .804 A9 4.495 .000 -
Managerial Change Cynicism .904 .050 .709 18.167 .000 .502
Still 2.120 90 0 - 11.157 .000 -
Acquisitional Change Cynicism 542 .053 493 10.255 .000 .243
Still 914 120 e 7.628 .000 -
Experiential Change Cynicism 792 .033 .796 23.773 .000 .633

Organizational Depression: Predictive variable
Organizational Change Cynicism and its sub-dimensions: Predicted variable

As can be understood from Table 3, we can say that the predictor variable "organisational depression”
explains 60 percent of the predicted variable "organizational change cynicism". It can be said that a 1-
unit change in organisational depression variable will cause a change of .76 in organizational change
cynicism. t value ‘is significant and positive (directly proportional). As a result of the regression
analysis, it can be said that organisational depression has a high and significant relationship with
organisational change cynicism (R=.78 R? =.60, p<.01).

Table 4. The Durbin-Watson Value of Predicting Organizational Change Cynicism

R R Square F p Durbin-Watson
Orygiitsel depresyon 8172 .667 217.097 .000* 1.871
*p<.05

Table 5. The predictive power of organisational change cynicism sub-dimensions on organisational
depression

Variable B Standard Error B B t p VIF
ill . A33 e e
st 539 33 4.041 .000
. . .280 5731 .000 2.332
Managerial Change Cynicism .220 .038
_— . -.056 -1.324 .186 1.715
Acquisitional Change Cynicism -.051 .038
Experiential Change Cynicism .626 .051 .623 12.289 .000 2.511

Organizational Change Cynicism sub-dimensions: Predictive variable
Organizational Depression: Predicted variable
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DDS, YDS, and EDS; explain 66% of the change in organizational depression. Since the significance
value calculated for the Multicorrelation Coefficient (R=817; p=.000) between the predictive
independent variables YDS, EDS, and DDS and the dependent variable organizational depression is
p<.01, there is a significant relationship between these variables (Table 4). Since the Durbin-Watson
value takes a value between 1-3, it has met the condition of being independent of the errors. (Seger,
2015: 150) As a result of regression analysis, it was found that managerial change cynicism and
experiential change cynicism have a high level and significant relationship with organizational
depression (R=.82, R?=.64, p<.01). YDS and DDS have a positive and significant effect on
organizational depression. The change in the 1-unit YDS variable causes a change in the 0.220-unit
organizational depression variable. In addition, the change in the 1-unit DDS variable causes a change
in the .626-unit organizational depression variable (Table 5). When the standardized (B) coefficient
and t values are examined, it can be said that DSS and YDS, respectively, are significant predictors of
organizational depression in terms of relative importance (Secer, 2015). Increasing organizational
depression significantly increases organizational change cynicism. In addition, managerial change
cynicism and experiential change cynicism predict organizational depression significantly.

DISCUSSION, CONCLUSION, and RECOMMENDATIONS

This research aims to determine teachers' organizational depression levels and organizational change
cynicism perceptions, the relationship between these two variables, and organizational depression's
organizational change.It aims to determine whether it predicts change cynicism. The attitudes of
teachers working in educational institutions, which are the pioneers of change, to change and their
positive-negative perceptions about the organization are very important for the future of the society
they live in as well as the development of the organization they are in.

It is not easy to abandon or change the works and processes from the past, which have become a habit,
turned into a routine, do not require any additional effort in practice, and have been mastered.
Employees may develop a bias and resist change for a variety of reasons. Resistance to change is an
important factor to consider in any change process. Employees who aim to protect the current situation
by resisting change and hindering the process at the beginning or in its development may exist in the
organization. While avoiding resistance to change is not universal advice, managers need to pay
particular attention to certain issues (Pardo del Val & Martinez Fuentes, 2003).

Since it is an important indicator of the employee's intention to leave the organization, the resistance
developed against change has led to the development of supportive and regulatory measures that
reduce the feeling of stress and burnout by developing welfare policies in business life in this period
when organizations are frequently going through a change process by managers who care about
stability (Srivastava & Agrawal, 2020) . Resistanceto change can be positive, even necessary, for
organizations in small doses because it encourages levels of critical reflection; Another factor in front
of change is change fatigue, which can settle in employees, whose benefits have not been found in
studies, however, because the behaviors are not rooted, it is easier to eliminate and alleviate. Change
fatigue, which is a different phenomenon from resistance to change, has been defined as
overwhelming feelings of stress, exhaustion, and burnout fueled by the feelings of indecision and
powerlessness associated with rapid and continuous change in the workplace. Change fatigue; It
causes personnel to feel powerless and disappointed and increases the rates of sickness and
absenteeism in employees. When attempts to change are in vain, a direct response to staff exhaustion
is that while silent opposition develops; high organizational change rates increase the risk of personnel
experiencing stress, burnout, and/or potential change fatigue (McMillan, 2018).

The first finding of this study is that the level of organizational depression, which is claimed to be
related to exhaustion, fatigue, and burnout, is perceived by teachers as below average, and teachers'
perceptions of organizational change cynicism are at a low level. With this research, it can be said that
teachers working in public schools have developed a low negative attitude towards change, and they
also experience low levels of feelings such as hopelessness and exhaustion. It is seen that the negative

Copyright © Turkish International Journal of Special Education and Guidance & Counseling 65


http://www.tijseg.org/

ISSN: 1300 — 7432

¥ TIJSEG e

Turkish International Journal of Special Education and Guidance & Counseling 2023, volume 12, issue 1

attitude towards the change that may develop in the employees due to the intense change initiatives,
which is the subject of criticism in various institutions and organizations, has little place in the
teachers. The levels of each of the factors such as Administrative Change Cynicism (YDS),
Experiential Change Cynicism (DDS), and Acquired Change Cynicism (EDS), which constitute the
organizational change cynicism and sub-dimensions of teachers, were found to be "low". In the sub-
dimensions of the organizational change cynicism scale, it can be said that experiential change
cynicism is experienced more intensely by teachers compared to other dimensions, and therefore,
teachers' negative attitudes towards change mostly stem from negative results in the past. This
research, it is aimed to determine the expectations of teachers at the end of the change process. It has
emerged that the perception that it will not happen and will result in failure and the thoughts that it
will bring many problems should be prevented. The implementation of the management's opinion, the
avoidance of employees from taking additional responsibilities, bureaucratic reasons, and unsuitable
physical conditions are other issues that should be emphasized. It may be beneficial for managers to
accept the unsuccessful change attempts in the past, implement practices based on employee
expectations, ensure that employees have a sense of trust, and introduce a personnel management
system that will prevent employees from being trapped within the limits of their job descriptions.

The second finding of the study is that there is a positive, strong, and statistically significant
relationship between organizational depression and organizational change cynicism. (rs=.752; r>=.57;
n=329; p=.000) We can say that the predictor variable “organizational depression” explains 60 percent
of the predicted variable “Organizational change cynicism”. (R?=.603) As a result of simple linear
regression analysis, it can be said that organizational depression has a high and significant relationship
with organizational change cynicism. (R=.78 R?=.60, p<.01) It can be said that a 1-unit change in the
Organizational Depression variable will cause a .76 change in organizational change cynicism. As a
result of multiple linear regression analysis, it was found that managerial change cynicism and
experiential change cynicism had a high and significant relationship with organizational depression.
(R=.82, R?=.64, p<.01) YDS and DDS have a positive and significant effect on organizational
depression. The change in the 1-unit YDS variable causes a change in the .220-unit organizational
depression variable. In addition, the change in the 1-unit DDS variable causes a change in the 0.626-
unit organizational depression variable. In terms of relative importance, it can be said that DSS and
YDS are significant predictors of organizational depression, respectively. Increasing organizational
depression significantly increases organizational change cynicism. In addition, managerial change
cynicism and experiential change cynicism predict organizational depression significantly. The
highlight of the study is that there is a strong relationship between organizational depression and
organizational depression. However, this research has also revealed that organizational depression is a
strong predictor of organizational change cynicism. Therefore, managers who want to combat
organizational change cynicism should also consider organizational depression; employees may need
to take into account feelings of hopelessness, exhaustion, fatigue, and pessimism.

In support of our research, a strong relationship was found between burnout and cynicism
(depersonalization), which represents the interpersonal context dimension of burnout and expresses a
negative, emotionless, and extremely independent response (Maslach et al. 2001). Tdérnroos et al.
(2015) determined that cynicism mediated a significant portion (21.5%) of the effect of workload on
depression. In the research called “High workload can increase cynical attitudes and insecure feelings
towards others, which can increase depressive mood”, it was recommended that cynicism increases the
perceived relationship between work tension and depression, and therefore this relationship should be
taken into account. Zheng et al. (2022) state that burnout and cynicism partially mediate the effects of
work-family conflict on depression, and fully mediate the effects of organizational role conflict on
depression. Kiraz and Bakioglu (2016) Hunter cynicism scale; with depression, anxiety, and stress
scales they state that they have low positive and significant correlation values. Wu and Wu (2019)
state that the positive or negative emotions that the managers will show in response to the events in the
workplace will affect the emotional reactions of the employees, and the positive emotional reactions of
the managers will lead the employees to show a high level of commitment to the work and
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subsequently affect the innovative behaviors. Abeltina et al. (2021) stated that the most effective
predictor of cynicism was depression (38%) in a study they conducted with 394 people who work in
various sectors such as education, health, informatics, construction, wholesale-retail and finance in
Latvia, with a balanced distribution of private enterprises and state institutions. Rahi et al. (2021), the
results of their research revealed that perceived competence, perceived kinship, perceived autonomy,
coding strategy, and personalization strategy explained 76.8% of the variance in employee readiness
for change. Koutsimani and Montgomery (2021) state that burnout and cynicism are positively related
to depression and anxiety. Kachel et al. (2020) state that high cynicism is associated with low
optimism. The change itself can cause a reaction such as depression as well as reactions such as
denial, anger, bargaining, and acceptance that follow the grief model (Gibbons, 2015). Setting hard-to-
reach goals in change initiatives can put the organization in danger. Unrealistic expectations and
eventual failure; causes a shattered ego and ideal, low self-image, self-directed aggression, guilt, and
ultimately depression (Appelbaum, 2020). As organizational depression increases in teachers,
professional burnout increases, and as organizational depression decreases, professional burnout
decreases (Sagir, 2015).

The last finding of our study is the findings of the teacher presence in schools regarding the perception
of organizational depression and change cynicism. With this research, it can be said that organizational
depression and organizational change cynicism may develop more in schools with 20 or more teachers
than in schools with less than 20 teachers. The fact that the level of organizational trust, which is an
important factor in reducing change cynicism (Mirvis & Kanter, 1989, p. 380; Sguera et al., 2022, p.
96) and preventing organizational depression (Kilpatrick, 1998; Cohen & Cohen, 1993, p. 42), is
higher in schools where the number of teachers is between 11-20 (Yilmaz, 2006) is a finding that
supports our research. In addition, there are various studies stating that the increase in the number of
teachers reduces the level of trust in colleagues (Ekinci, 2018; Ozer et al., 2006) and organizational
trust (Memduhoglu & Zengin, 2011; Bokeoglu & Yilmaz, 2008). Teachers working in schools with a
low number of teachers have a higher perception of school culture than teachers in schools with a
large number of teachers (Berk, 2020). The communication skills of administrators who have more
teachers in their schools are perceived more negatively by teachers (Caybas, 2021; Giingor, 2022).
The high number of teachers in the school will reduce the possibility of teachers interacting with each
other or with the administrators. As the number of teachers increases, the probability of distorting the
information transferred from one person to another will increase, and the interpersonal effect based on
cohesion will decrease (Bidwell et al., 1997). As the number of teachers in a school increases, it is
more difficult for teachers to get to know and interact with other teachers, and therefore the sense of
connection and cooperation opportunities with these other teachers decreases (Weathers, 2011). As the
number of teachers working in the school increases, it is seen that school administrators meet the
needs of teachers less within the framework of self-determination theory (Kahraman et al., 2021). As
the number of teachers exceeds 10, it becomes less possible for staff to be equally involved in the
decision-making process (Wallace & Huckman, 1996). It can be said that in schools with a low
number of teachers, principals expect higher performance from teachers (Agaoglu & Kara, 2021). As
the number of teachers increases, the performance of teacher communities decreases (Sun et al., 2020),
and their contributions and initiatives decrease (Li, 2017). Therefore, in the fight against
organizational depression and organizational change cynicism in organizations, especially in schools,
the consideration of the number of employees, especially by the decision makers and planners, who
are above the management level, can contribute to the organization.

Recommendations for Researchers and Practitioners

For researchers; Developing a scale measuring the level of organizational depression, conducting
qualitative research on perceptions of organizational depression, and researching private school
employees can be suggested suggestions. For practitioners; introducing a system of additional
remuneration and rewarding based on performance, concrete data and evidence, avoiding behaviors
that will damage the feelings of trust and justice in the organization, knowing the knowledge, skills
and abilities of the employees before the changes to be made in the organization, taking their opinions,
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informing them throughout the process and relieving them of their concerns, Instead of in-service
trainings that can be seen as drudgery, it can be suggested to focus on in-school and out-of-school
social activities that appeal to the emotions and spirits of individuals, to avoid high expectations or
workloads above their capacities that may stress employees, and to stay away from change practices
that may cause frustration in teachers.

Limitations of the Research

Although this study revealed several important findings regarding organizational depression and
organizational change cynicism, there are some limitations. First of all, this research is limited to the
variables measured by the "Organizational Change Cynicism Scale” and the "Organizational
Depression Scale". In-depth analysis can be carried out with gqualitative research. A second limitation
is that this research is limited to teachers working in public secondary schools in the Korfez districts of
Balikesir province (Edremit, Havran, Burhaniye, Gomeg, and Ayvalik). The teachers who participated
in the research sincerely answered all questions; reflect their feelings and thoughts; they respond with
sincerity; It is assumed that randomly selected schools and teacher sampling represent the universe.
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