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Prevalence of Organizational Cynicism Among
Early Career Psychiatrists in Lithuania:
An Exploratory Study

This exploratory study aims to identify the prevalence of organizational cynicism among early career
psychiatrists in Lithuania. In order to achieve the purpose, the following research questions were raised:
What is the prevalence of organizational cynicism among early career psychiatrists in Lithuania and
how does organizational cynicism differ depending on the sociodemographic characteristics of these
specialists? All early career psychiatrists employed in Lithuanian health care institutions were invited
to participate in the study, and 56 of them filled out questionnaires. The obtained data were processed
using descriptive statistical methods. Significant differences in indicators of organizational cynicism
were identified depending on the respondents’ place of study. In addition, organizational cynicism varied
by specialty: psychiatry residents had the highest mean scores; while child and adolescent psychiatrists,
had the lowest. The study provides valuable insights into understanding the nature of organisational
cynicism in terms of dispositional, cognitive, affective and behavioural cynicism. The obtained findings
may contribute to the development of further research by promoting targeted interventions to address
cynical attitudes towards work among early career psychiatrists.
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Siame Zvalgomajame tyrime siekiama nustatyti organizacinio cinizmo paplitima tarp ankstyvosios karjeros
psichiatry Lietuvoje. Tikslui pasiekti buvo keliami tokie tyrimo klausimai: koks yra organizacinio cinizmo
paplitimas tarp ankstyvosios karjeros psichiatry Lietuvoje ir kaip organizacinis cinizmas skiriasi pagal $iy
specialisty sociodemografines charakteristikas? Dalyvauti tyrime buvo kviec¢iami visi Lietuvos sveikatos
priezitiros jstaigose dirbantys ankstyvosios karjeros psichiatrai, i§ kuriy anketas uzpildé 56. Gauti duome-
nys buvo apdoroti taikant aprasomosios statistikos metodus. Nustatyti zZenklds organizacinio cinizmo ro-
dikliy skirtumai, priklausomai nuo respondenty studijy vietos. Be to, organizacinis cinizmas skyrési pagal
respondenty specialybes: gydytoju psichiatry rezidenty vidutinis baly vidurkis buvo didziausias, o vaiky
ir paaugliy psichiatry - maziausias. Tyrimas suteikia vertingy izvalgy, padedanciy suprasti organizacinio
cinizmo pobudj dispozicinio, kognityvinio, afektinio ir elgesio cinizmo aspektais. Tyrimo rezultatai gali
padéti plétoti tolesnius tyrimus skatinant tikslines intervencijas, kurios skirtos ankstyvosios karjeros psi-
chiatry cinisko poziario j darbg problemai spresti.

Raktiniai ZodZiai: organizacinis cinizmas, rezidentas, psichiatras, ankstyvoji karjera, darbovieteé.
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Introduction

The medical sector is currently expe-
riencing a worldwide shortage of staff,
which, in some cases, might be asso-
ciated with managerial issues (Iacobuc-
ci, 2019; Pruszynski et al,, 2022). In this
context, it is noted that the field of men-
tal health distinguishes itself by low job
satisfaction and burnout among profes-
sionals in general, which may discour-
age new specialists (Butryn et al., 2017).
This especially complicates the already
complex situation in the field of mental
health care, since in addition to the lack
of referral-based services, there is an in-
creasing risk of homelessness, a greater
burden on the criminal justice system,
and overburdened community mental
health services (Butryn et al., 2017). At
the same time, the quality of organiza-
tions” performance is also deteriorating.
According to J. Pruszynski et al. (2022),
the reduction of professionals results in
the increase of workload (especially of
young doctors), deteriorating quality of
work, and the increasing probability of
errors related to exhaustion or burnout.
In addition, emotional exhaustion and
burnout, often experienced by young
doctors (Palupi, Findyartini, 2019), low
level of employee well-being (Bakioglu,
Kiraz, 2019), perceived dishonesty of
managers and the organization (Hus-
sain, Shahzad, 2022), and dissatisfaction
with the organizations policy (Durrah,
Chaudhary, Gharib, 2019) promote an
increase in organizational cynicism.

The results of the meta-analysis
performed by D. S. Chiaburu et al
(2013) showed that organizational cyni-
cism as a negative attitude towards the

organization and belief that the organi-
zation lacked integrity were related to
lower job satisfaction, organizational
commitment, performance and leaving
the job. The relation between organiza-
tional cynicism and employee turnover
has been confirmed by other studies
conducted in the field of medicine in
different countries (Nazir et al., 2022;
Sungur et al., 2019; Villarosa-Hurlocker
etal.,2019). Therefore, M. S. Hershey and
H. A. Stoddard (2021) state that more
detailed research on organizational cyni-
cism in the field of medicine would con-
tribute to solving problems such as the
idealistic attitude of young specialists
towards their profession, the decline in
empathy, and the growing shortage of
doctors.

However, research that directly exa-
mines cynicism of early career psy-
chiatrists is lacking. For example,
N. Jovanovi¢ et al. (2016) investigated
the level of burnout among early ca-
reer psychiatrists in 22 European coun-
tries. Lithuania was not included in this
study, and cynicism was examined only
in the context of burnout. The longi-
tudinal study conducted by T. Kachel
et al. (2020) found that medical students’
cynicism increased over time, but the
study did not include early career doc-
tors. This limits the possibility to under-
stand the extent to which cynicism is
prevalent among early-career psychia-
trists. Understanding the prevalence and
factors contributing to cynicism among
early career psychiatrists in Lithuania is
crucial for developing targeted interven-
tions that can enhance their professional
well-being and, ultimately, improve the
quality of mental healthcare services.
Therefore, this study aims to identify
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the prevalence of organizational cyni-
cism among early career psychiatrists in
Lithuania.

Literature review

Organizational cynicism and cynicism,
although related, have distinct meanings
and contexts. Cynicism, in general, can be
described as a personality trait (Kwantes,
Bond, 2019), it refers to a skeptical or
distrustful attitude towards others, in-
stitutions, or societal norms. It is char-
acterized by a negative outlook, doubt,
and questioning of motives or sincerity.
Cynicism can manifest itself as a general
disposition or worldview and may influ-
ence one’s perception of various aspects
of life, including relationships, politics,
and work (Eryesil, Oztiirk, 2016).

Organizational cynicism specifically
pertains to skeptical and negative at-
titude towards their workplace or the
organization they are a part of (Dean,
Brandes, Dharwadkar, 1998). It reflects
an employee’s perception of the organi-
zation’s values, practices, leadership,
and overall functioning (Margelyté-
Pleskiené, Vveinhardt, 2018). Meanwhile,
M. S. Hershey and H. A. Stoddard (2021,
1516), considering the context of psy-
chiatrists’ work, believe that “appropriate
definition moving forward encompasses
a loss of sincerity of motives, a decline
in empathy, and a distant feeling towards
one’s own usefulness”

Organizational cynicism may arise
from experiences of perceived injustice,
lack of transparency, unmet expectations,
or a perceived discrepancy between sta-
ted values and actual practices within
the organization (Ozler, Atalay, 2011).

According to J. W. Dean et al. (1998), or-
ganizational cynicism consists of three
dimensions: cognitive, affective, and be-
havioral. The first dimension represents
the belief that the organization lacks in-
tegrity. Organizational cynics hold the
belief that their organizations’ practices
demonstrate a disregard for fundamental
principles such as fairness, honesty, and
sincerity. The second aspect of cynicism
involves strong emotional reactions such
as disrespect, anger, annoyance, and em-
barrassment. The last dimension relates
to individuals with cynical attitudes,
who make pessimistic predictions about
future events within the organization.
Their behavior tends to be negative and
often includes actions that humiliate or
demean others (Dean et al., 1998). With
reference to the definition provided
by J. W. Dean et al. (1998), D. J. Stanley,
J. P. Meyer and L. Topolnytsky (2005), for
the purpose of demonstrating the dis-
tinction from change-specific cynicism,
developed measures of organizational
cynicism that defined the concept with
three aspects: change-specific cynicism
is a disbelief of management’s stated or
implied motives for a specific organiza-
tional change; management cynicism is
a disbelief in management’s stated or im-
plied motives for decisions or actions in
general; and dispositional cynicism is a
disbelief in the stated or implied motives
of people in general for their decisions or
actions (Stanley et al., 2005).

By distinguishing between general
cynicism and organizational cynicism,
organizations and individuals can gain
insights that enable them to address
specific issues, improve workplace dy-
namics, and foster a more positive and
productive environment. Cynicism is
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a personality trait that is an important
factor negatively affecting mental well-
being personally (Frumer et al.,, 2019). It
is as important to address organizational
cynicism from a manager’s point of view
because it is crucial for maintaining a
positive work culture, improving em-
ployee morale and satisfaction, fostering
collaboration and innovation, protecting
the organization’s reputation, and ulti-
mately enhancing organizational per-
formance and success (Thomas, Gupta,
2018).

The cynic within an organization
holds a core belief that the values of
honesty, fairness, and sincerity are com-
promised in favor of the self-interests of
the organization’s leadership. They per-
ceive that the leaders’ actions are driven
by concealed selfish motives, leading to
negative emotions towards the organiza-
tion, including contempt, anger, distress,
and a sense of deceit (Scott, Zweig, 2016).
Despite genuinely proactive organiza-
tional actions, such as initiatives aimed at
improving quality, community involve-
ment, and empowering employees, the
cynical worker may still harbor negative
feelings towards these efforts. They may
even find pleasure in the organization’s
failure to meet high moral standards, as
it reinforces their existing distrust in the
organization (Abraham, 2000).

Research has shown that when em-
ployees perceive the organization as
excessively stressful and demanding, it
can trigger a coping mechanism where
they develop cynicism towards the
organization (Thomas, Gupta, 2018).
Organizational cynicism exhibits a wide
range of adverse ramifications, notably
encompassing diminished performance
levels, discontentment in one’s job, and

a decreased sense of commitment to-
wards the organization (Chiaburu et al,,
2013). Organizational cynicism exerts
predominantly negative influence on
workers, primarily due to its potential
“contagious” nature. When an employee
conveys negative sentiments about the
organization, it can impact the attitudes
of others in a similar negative manner.
Consequently, it is crucial for managers
to proactively consider implementing
interventions aimed at mitigating or-
ganizational cynicism (Thomas, Gupta,
2018).

The results from previous research
have shown that organizational cyni-
cism, as a trait, exhibits negative corre-
lations with affective commitment and
satisfaction, while displaying a positive
correlation with the desire to leave. Spe-
cifically, cynicism was found to explain
approximately 50% of the variability in
job satisfaction and affective commit-
ment, which are the types of commitment
that managers prioritize for enhance-
ment. Furthermore, cynicism accounted
for approximately 25% and 33% of the
variance in nurses and physicians’ in-
terest in leaving the hospital, respectively
(Volpe et al., 2014). These results support
the idea that organizational cynicism is
a powerful negative force in healthcare
organizations and bolster prior research
findings of a strong predictive relation-
ship between organizational cynicism
and job satisfaction (Abraham, 2000).

Other studies show that organiza-
tional cynicism can vary depending on
the sociodemographic characteristics of
doctors (Jovanovi¢ et al., 2016) and the
environment in which doctors studied,
as the training process contains “hidden”
things such as rituals, customs, result
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orientation or competitiveness (Kachel
et al, 2020). Another study examined
online forum discussions among medical
students, resident doctors, and practicing
doctors. It was found that the hidden
curriculum, which operated at the level
of organizational culture and structure,
had an impact on the cynical attitude
(Peng, Clarkin, Doja, 2018). Consider-
ing the above-mentioned discussion, this
research aims at answering the follow-
ing questions: (Q1) What is the preva-
lence of organizational cynicism among
early career psychiatrists in Lithuania?
(Q2) What social and demographic
differences in organizational cynicism
exist among early career psychiatrists in
Lithuania?

Methods

The quantitative research method was
selected for data collection, which aims
to acquire quantitative information
about prevalence of organizational cyni-
cism among early career psychiatrists in
Lithuania. Respondents were provided
with a two-part questionnaire. The first
part consisted of multiple choice ques-
tions regarding demographical indica-
tors, such as gender, age, specialty which
they are working in, years spent in the
specialty, whether they had halted stu-
dies, and in which city they had their
specialty studies. It should be mentioned
that the latter question is of great im-
portance because in Lithuania, only two
centers are permitted to educate and
train doctors specializing in psychiatry,
and these centers are overseen by inde-
pendent universities. The second part of
the questionnaire consisted of seventeen

closed-ended five point Likert-scale
questions. Respondents were asked to
rate the accuracy of the presented fea-
ture by choosing an answer on a Likert
scale from 0 to 5, where they chose one
of five possible answers: “1 - Strongly
disagree”, “2 - Disagree”, “3 - Neither
agree or disagree”, “4 — Agree’, and “5 -
Strongly agree”. The first five Likert-scale
questions were adapted from D. J. Stan-
ley et al. (2005) and were based on the
“Dispositional cynicism” measurement
scale (Stanley et al, 2005). The latter
twelve Likert-scale questions were adap-
ted from O. Durrah et al. (2019) research
questionnaire (Durrah et al., 2019). The
second part is comprised of the three di-
mensions: cognitive cynicism, affective
cynicism, and behavioral cynicism. It
consists of 12 statements, wherein every
dimension has four items.

The research population referred to as
“early career psychiatrists” encompasses
doctors or resident doctors in psychiatry
who are presently undergoing psychiatry
residency or are within the initial seven
years following the completion of their
education. This definition aligns with
and is consistent with the one utilized
by organizations such as the American
Psychiatric Association, the European
Psychiatric Association, and the Asso-
ciation of Junior Psychiatrists of Lithua-
nia.

The questionnaire was placed on the
“Google forms” platform. A message
containing an introductory part (which
defines who and for what purpose the
research is carried out, the aim and ob-
ject of the study) and a direct invite link
to the actual online questionnaire was
distributed through audience-targeted
social networking groups online, such
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as “Association of Junior Psychiatrists”
(Lithuania), “Lithuanian psychiatric asso-
ciation”, etc. The first group brings toge-
ther students and specialists delving into
mental health issues in Lithuania. The
latter group consists of licensed Lithua-
nian psychiatrists who discuss the nu-
ances of legal medical matters and treat-
ment possibilities with their colleagues.

The questionnaire was filled out by
56 respondents. That means that the
questionnaire reached no less than 25%
of the whole research population as there
are up to 220 early career psychiatrists
in Lithuania. An approximate count
of the population can be calculated by
multiplying the highest possible work
experience of an early career psychia-
trist (4 years of residency training plus
7 years of specialty work experience)
and an average number of specialists
graduating every year (up to 22 spe-
cialists per year). To ensure fairness and
prevent bias in the study concerning in-
stitutions that provide medical specialty
training in Lithuania, the names of the
institutions are concealed using handles
such as ‘Group A’ and ‘Group B.

The study data were processed
and analyzed wusing SPSS software.

Calculations and analysis involved de-
termining mean values, medians, modes,
standard deviation, and asymmetry. The
data were cross-checked, and the preva-
lence of organizational cynicism was
examined with respect to factors such
as gender, specialty, years of experience
in the field, and the city where specialty
studies were pursued.

Results

Evaluating Reliability of the Scales

The reliability of the scales of disposi-
tional cynicism and organizational cyni-
cism were evaluated to minimize errors
of measuring and maximizing constancy
of the scales used. Alpha Correlation
Coefhicient (ACC) was used to evaluate
the degree of internal consistency among
the contents of the scale under testing.
ACCwas applied on the organizational
cynicism scale in total manner for the
entire scale and each variable of the scale
separately. The results revealed that ACC
for the scale represented about (0.814),
which is an indication of a high degree of
reliability. The extent of internal consist-
ency among contents of organizational

Table 1. Assessment of scale reliability

Mean Cronbach’s Alpha N of Items
The first part. of th'e. Likert-lilfe. questionnaire 2.961 0.758 5
Dispositional cynicism
The second part of the Likert-like questionnaire 3.431 0.926 12
Cognitive cynicism 3.277 0.895 4
Affective cynicism 3.384 0.761 4
Behavioral cynicism 3.634 0.814 4
Total measurement 3.293 0.907 17
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cynicism may be illustrated using ACC
throughout Table 1. This reveals that the
primary result of evaluating reliability re-
flects the fact that the scale under testing
is reliable for measuring organizational
cynicism among early career psychiatrists
in Lithuania. The parts of the question-
naire that derived from different research
papers were separately analyzed, yielding
Cronbach’s alpha coefficients of (0.758)
and (0.926), respectively.

Organizational Cynicism

This section discusses the results of the
statistical analysis for answering the first
question of this study. Multiple discrimi-
nant analysis was applied to a model that
included four groups of doctors, repre-
senting their licences and their evaluative
attitudes towards organisational cynicism
in their hospitals. The discrimination
analysis method was applied to the four
groups and enabled us to answer the pre-
vious question (Q1). The results of the sta-
tistical analysis are presented in Table 2.
The results of the statistical analysis
show: (1) Eigen values represent (0.838)
in the discrimination function among
participants and their evaluative atti-
tudes towards organizational cynicism. It
explains a substantial amount of varian-
ce in the evaluative attitudes towards
organizational cynicism. (2) There are
differences among attitudes of doctors

towards organizational cynicism (the
percentage of differentiation which we
could interpret in the model was 45.7% of
discrimination analysis function). It ex-
plains that there is a substantial portion of
variation in doctors’ attitudes towards or-
ganizational cynicism. (3) Wilks’ Lambda
value represents (0.24) in the discrimi-
nation analysis function. It indicates that
the analysis has successfully identified
variables or dimensions that effectively
differentiate between the groups under
consideration. In other words, the vari-
ables included in the analysis contribute
significantly to distinguishing between
the groups based on their unique char-
acteristics. (4) Results of the discrimina-
tion analysis of the four groups revealed
that the value of chi-square represented
(62.638) in the discrimination analysis
function. It represents the discrepancy
between the observed frequencies and
the expected frequencies under the
assumption of no group differences.
(5) The percentage of the accurate classi-
fication of employees according to their
evaluative attitudes towards organiza-
tional cynicism is 75%, which implies the
differences among employees towards
organizational cynicism. Also, there are
about 25% of the employees who are
similar in regard to their evaluative at-
titudes towards organizational cynicism
at their workplaces.

Table 2. Doctors’ attitudes and characteristics: Multiple discriminant analysis

Function | Eigenvalue Vaofi:xfce Cumulative % L‘;Vrillll)(csl,a Chi-square Sig.
1 0.838 45.7 45.7 0.245 62.638 0.127
2 0.644 35.1 80.8 0.45 35.554 0.304
3 0.352 19.2 100 0.74 13.419 0.57
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Using the discrimination analysis
method, we could define the relative im-
portance of organizational cynicism and
variables that show more discrimination
among the early career psychiatrists. The

Table 3. Relative results of the variables relating to organizational cynicism

relative results of the seventeen variables
related to organizational cynicism can be
seen in Table 3.

The calculations show that the item 16
(“T talk with others about how work is

skeptical whether it would happen or not

Mean score B
g
- - ‘E’
g g =
Items & § 2| 3 go
£1% | £|% o
S| =y S = ©
<&|<S|CACS|E| & |l
Dispositional cynicism
I often wonder what .hldden Teason a.nother person may have for 263 | 253 | 2.80 | 2.80 |2.610.125/0.945
doing something nice for me
Most people prete.nd t9 care about things they hate so that they 3.06 | 3.00 | 2.40 | 320 |2.98l0.669l0.575
will gain profit or an advantage
In order to get ahead, people pretend to care more about one 325 | 330 | 2.40 | 320 |3.20/0.9690.414
another than they really do
I tend to be on my guard with people who are more friendly than 313 | 320 |3.00 | 3.00 |3.14l0.071l0.975
I had expected
I find that most people disguise 'thelr true motives for doing 313 | 2.67 | 3.00 | 320 |2.8810.708l0.552
something
Cognitive cynicism
I believe that my company says one thing and does another 3.31 | 3.40 | 2.20 | 3.40 |3.27|1.814|0.156
When I think about my company, I feel a sense of anxiety 2.81 | 3.67 [ 2.00 | 2.80 [3.20|3.584|0.020
My company expects one thing of its employees, but rewards 331 | 3.87 | 220 320 |3.5013.22610.030
another
When I think about my company, I experience aggravation 2.88 | 3.50 | 2.20 | 2.80 |3.142.200/0.099
Affective cynicism
We look at eac.h ot.her. ina me.arungful way with my ?olleagues 338 | 353 | 3.40 | 3.60 |3.4810.103]0.958
when my institution and its employees are mentioned
When I think about my company, I experience tension 3.06 | 3.60 | 2.40 | 2.60 |3.25|1.866|0.147
When I think about my company, I get angry 3.25 | 3.57 | 2.40 | 2.20 |3.25|2.553|0.065
I criticize the practices an.d policies of my company to people 331 | 3.80 | 3.00 | 3.40 |3.550.81700.401
outside the hospital
Behavioral cynicism
In my company I see very little resemblance bet.ween the events 319 | 3.60 | 2.60 | 3.00 |3.34]1.324]0.277
that are going to be done and the events which are done
My company’s policies, goals, and practices seem to have little in 363 | 3.67 | 3.00 | 3.60 |3.59l0.512]0.676
common
I talk with others about how work is being carried out in the 425 | 3.97 | 3.60 | 440 |4.05!1.012]0.395
company
If an application was said to be done in my company, I'd be more 356 | 353 | 2.80 | 440 |3.352.013]0.123
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being carried out in the company”) had
the highest mean score overall (4.05),
while the lowest mean score was num-
ber 1 (“T often wonder what hidden rea-
son another person may have for doing
something nice for me”) scoring (2.61).
The top discriminant factor is seen to
be number 4 (“I tend to be on my guard
with people who are more friendly than
I had expected”) with discrimination
coefficient of (0.97). The most variable
results were found for item number 7
(“When I think about my company;, I feel
a sense of anxiety”) with the discrimi-
nant factor of (0.02). It can be seen that
the mean scores of item number 7 differ
significantly among the examined deter-
minant (specific license). On average resi-
dent doctors psychiatrists scored (3.67)
points compared to (2.00) points scored

by resident doctors child and adolescents
psychiatrists. This is the most statistically
significant variable among the groups.

Sociodemographic results

The sociodemographic results are pre-
sented in Table 4. It is seen that most of
the respondents were of female gender
(76.8%), it was resident doctor psychia-
trists that responded the most to the ques-
tionnaire (53.6%), and in Group A the re-
sponse rate was higher than in Group B,
with (71.4%) and (28.6%) respectively.
Mean questionnaire scores were cal-
culated and show that the highest level
of organizational cynicism can be asso-
ciated with a specific place of educa-
tion — Group A (3.43) and the female
gender (3.37). Specialty wise, resident
doctors psychiatrists scored the most

Table 4. Sociodemographic characteristics of respondents

Characteristics Prevalence | Percentage Mean score Mear'l s‘core
deviation
Group A 40 71.4 3.43 0.95
City
Group B 16 28.6 2.85 0.94
Adult psychiatrist 16 28.6 3.24 0.93
Adult resident doctor 30 53.6 3.44 0.93
License
Child psychiatrist 5 8.9 2.67 1.06
Child resident doctor 5 8.9 3.22 1.05
Female 43 76.8 3.37 0.96
Gender
Male 13 23.2 3.10 0.91
Table 5. Level of organizational cynicism
Cynicism mean scores
License City Gender Mear.l seore
deviation
Group A Group B Female Male
Adult psychiatrist 3.46 2.29 3.38 3.11 0.93
Adult resident doctor 3.58 3.04 3.51 3.18 0.93
Child psychiatrist 2.53 2.88 2.72 2.47 1.06
Child resident doctor 3.22 - 3.22 - 1.05
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(3.44) and child and adolescents psy-
chiatrists the least (2.67) on average. The
mean score deviation varied from (0.91)
to (1.06). Table 5 shows that resident
doctors psychiatrists’ mean scores were
highest in Group A (3.58) (Q2).

Discussion

Until now, there has been no prior assess-
ment of organizational cynicism among
healthcare personnel in Lithuania.
Specifically, no research has been con-
ducted on the subject within our group
of interest, namely, early career psychia-
trists. While a few studies have explored
organizational cynicism among hospital
personnel in foreign settings, none have
focused on assessing our specific group of
interest.

A similar study to ours has been con-
ducted in the United States by R. L. Volpe
et al. (2014). They assessed organizational
cynicism among physicians and nurses
using a similar 5 point Likert-type 5 scale
consisting of 7 items about organizatio-
nal cynicism. In the described study, nur-
ses’ mean scores averaged around (2.70)
points with standard deviation of (0.65)
on average. Physicians scored (2.55)
points with standard deviation of (0.76)
on average (Volpe et al., 2014).

Another similar study was conducted
by R. Tuna, E E. Bacaksizand A. K. H. Seren
(2018) in Turkey in 2018. In this study,
the impact of organizational identifi-
cation and organizational cynicism on
nurses performance was investigated.
The findings revealed a positive associa-
tion between organizational identifica-
tion and employee performance, while
a negative correlation was observed

between organizational cynicism and
performance. The combined influence of
identification and cynicism accounted for
42% of the variance in employee perfor-
mance. The study used a similar 5 point
Likert-type 5 scale translated and adapted
to Turkish from J. W. Dean et al. (1998).
The mean results of the organizational
cynicism scale were (2.76) points and
standard deviation was (0.99).

When contrasting our findings with
the aforementioned studies, it becomes
apparent that our group of interest ex-
hibited scores approximately one stan-
dard deviation higher than those re-
ported in the other studies. This notable
difference strongly suggests a significant
prevalence of organizational cynicism
among early career psychiatrists.

Early career psychiatrists frequently
encounter a demanding and dynamic
work environment. Consequently, health-
care organizations recognize the utmost
significance of preserving and enhancing
the quality of specialists’ work and their
level of engagement. Hospital supervi-
sors are encouraged to foster an atmos-
phere of increased admiration, respect,
and trust among their subordinates. By
promoting a shared sense of purpose and
collective interest within the organization,
supervisors can effectively assist their
team members in achieving their com-
mon objectives (Avolio, Bass, Jung, 1999).
Significantly, prior research has vali-
dated the effective teachability of trans-
formation of leadership that can conse-
quently lower the rates of organizational
cynicism (Brown, May, 2012). Hospital
managers should assume a proactive and
essential role in curbing cynicism with-
in their organizations. To achieve this,
administrators should adopt an open-
door policy, encouraging employees to
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voice their opinions and concerns with-
out fear of reprisal. By gaining deeper
insights into the root causes of cynicism,
managers can effectively address specific
issues that tend to provoke these undesi-
rable behaviors. Conducting regular one-
on-one conversations with employees
on a weekly basis can provide an ideal
platform for such discussions to occur
(Nafei, Kaifi, 2013).

Although our current study has pro-
duced valuable insights, it has several
limitations. One area of improvement
lies in the translation and adaptation of
the questionnaire into the Lithuanian
language, which could potentially yield
more comparable and consistent results.
Furthermore, there is a need for further
research specifically targeting the most
influential factors contributing to cyni-
cism, such as the place of studies and the
type of current license among early ca-
reer psychiatrists.

To gain a deeper understanding, it
would be highly advantageous to repli-
cate this study approximately four years
later, as specialists may have changed
their workplaces during that time. By
doing so, we can ascertain the changes in
organizational cynicism within the same
group of interest and identify and control
for factors that have the most significant
impact on the variation of organizational
cynicism among early career psychia-
trists. Moreover, unlike in the study con-
ducted by N. Jovanovi¢ et al. (2016), in
Lithuania, cynicism is more characteris-
tic of women rather than men. Therefore,
further research, which would also em-
ploy mixed methods, would be needed
to better understand the organizational
cynicism of early career psychiatrists
and its causes.

Conclusions

In this study, two questions were asked,
the answers to which allow a better un-
derstanding of the prevalence of organi-
zational cynicism among early career
psychiatrists in Lithuania and can ex-
plain the tendencies of cynical attitudes
manifested in the organizational context.
First, although no significant differences
were found between the dimensions of
organizational cynicism, the prevalence
of the phenomenon itself indicates that
a significant proportion of early career
psychiatrists have similarly unfavorable
reactions to existing working condi-
tions, leading to the development of a
negative relationship with the organiza-
tion. This not only increases the risk of
professional errors, reduces engagement
in work, but also affects perceptions of
the attractiveness of the psychiatric
profession itself. Second, judging by the
research results, resident doctors (both
adult and child psychiatrists) are in the
most unfavorable situation. In addition,
the situation in the medical institutions
associated with training psychiatrists in
Lithuania differs considerably. This sug-
gests that there are structural or manage-
rial problems and that there may be spe-
cific cultures, which influence both the
working environment and the attitudes
of the psychiatrists themselves towards
the organization. All this promotes more
detailed research that examines the hid-
den curriculum related to different cen-
ters, offers valuable insights for under-
standing organizational cynicism among
early career psychiatrists and may help
in development of targeted interventions
to address workplace attitudes.
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ORGANIZACINIO CINIZMO PAPLITIMAS TARP ANKSTYVOSIOS KARJEROS
PSICHIATRY LIETUVOJE: ZVALGOMASIS TYRIMAS

Santrauka

Organizacinis cinizmas pasireiskia kaip negatyvus
darbuotojy pozitiris i savo darbo vietg arba orga-
nizacija, kuriai jie priklauso. Ciniskas poziaris gali
susiformuoti, kai darbuotojai pasigenda teisingu-
mo, skaidrumo, nepasitvirtina su organizacija sie-
jami likesciai arba suvokiama, kad deklaruojamos
organizacijos vertybés nesutampa su praktika. Ka-
dangi organizacinis cinizmas yra susij¢s su mazes-
niu pasitenkinimu darbu, medicinos darbuotoju,
ypac psichiatry, trikumu, reikalingi i$samis $io
reiskinio tyrimai. Todél Sio Zvalgomojo tyrimo
tikslas — nustatyti organizacinio cinizmo papliti-
mg tarp ankstyvosios karjeros psichiatry Lietu-
voje. Siekiant $io tikslo keliami du tyrimo klausi-
mai: 1) koks yra organizacinio cinizmo paplitimas
tarp ankstyvosios karjeros psichiatry Lietuvoje ir
2) kaip organizacinis cinizmas skiriasi pagal Siy
specialisty sociodemografines charakteristikas?
Klausimyng sudaro dvi dalys. Pirmoji dalis
skirta sociodemografinéms respondenty charakte-
ristikoms nustatyti, o antroji - dispoziciniam, ko-
gnityviniam, afektiniam ir elgesio cinizmui identi-
fikuoti. Ankstyvosios karjeros psichiatrai - tai siuo
metu studijuojantieji suaugusiuju psichiatrijos
arba vaiky ir paaugliy psichiatrijos rezidentaroje
arba gydytojai psichiatrai, kurie studijas baigé ne
daugiau kaip pries 7 metus. I$ viso Lietuvoje yra
apie 220 ankstyvosios karjeros psichiatro kriterijuy
atitinkanciy specialisty. Apklausa buvo vykdoma
uzdarose socialiniy tinkly grupése, tokiose kaip
»Jaunuju psichiatry asociacija“ (Lietuva), ,Lie-
tuvos psichiatry asociacija“ (Lietuva). Jaunujy
psichiatry asociacija vienija studentus, gydytojus
rezidentus ir jaunuosius gydytojus psichiatrus,
dirbancius Lietuvos psichikos sveikatos priezitiros

sektoriuje. Lietuvos psichiatry asociacija yra di-
dziausia psichiatrijos specialistus vienijanti orga-
nizacija Lietuvoje. | kvietima dalyvauti tyrime at-
siliepé ir anketas apklausoms skirtoje platformoje
uzpildé 56 ankstyvosios karjeros psichiatrai, t. y.
mazdaug ketvirtadalis.

Dauguma tyrimo dalyviy buvo moterys
(76,8 proc.), o daugiau kaip pusé visy responden-
ty - gydytojai rezidentai (53,6 proc.). Nustatyta,
kad organizacinio cinizmo laipsnis zenkliai skyrési
pagal respondenty studijy vieta: viena grupé pasi-
zyméjo aukstesniu (3,43) balo vidurkiu, palyginti
su kitos grupés respondenty (2,85) balo vidurkiu.
Lyginant pagal specializacija, didziausias organi-
zacinio cinizmo baly vidurkis buvo suaugusiujy
psichiatrijos gydytoju rezidenty grupéje (3,44), o
maziausias — vaiky ir paaugliy psichiatry grupéje
(2,67). Motery grupéje organizacinio cinizmo vi-
durkis buvo $iek tiek aukstesnis nei vyry (atitinka-
mai 3,37 ir 3,10).

Nors reiksmingy skirtumy tarp organizacinio
cinizmo dimensijy nenustatyta, paties reiskinio pa-
plitimas rodo, kad Zenkli dalis ankstyvosios karjeros
psichiatry panasiai nepalankiai reaguoja i egzistuo-
jancias darbo salygas, dél kuriy vystosi neigiamas
santykis su organizacija. Tai didina ne tik profesi-
niy klaidy rizika, mazina jsitraukima i darba, bet ir
turi jtakos pacios psichiatro profesijos patrauklumo
vertinimui. Be to, sprendziant i§ tyrimo rezultaty,
nepalankiausia yra psichiatrijos gydytojuy rezidenty
situacija, o organizacinio cinizmo rodikliai skiriasi
pagal tai, kurioje medicinos jstaigoje respondentai
studijavo. Tai signalizuoja apie galimus struktdri-
nius, vadovavimo arba kultaros skirtumus, kuriuos
batina nagrinéti tolesniuose tyrimuose.
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