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Abstract

The research aims to obtain empirical evidence of the relationship of job satisfaction, cognitive
dimension of organizational change, affective dimension of organizational change, behavior
dimension of organizational change and organizational cynicism. 221 high school teachers
participated in this research. Hypotheses were tested using structural equation modelling. This
research found several results. Job satisfaction has positive influence to cognitive dimension of
organizational change. Job satisfaction has positive influence to affective dimension of
organizational change. Job satisfaction has positive influence to behavior dimension of
organizational change. Cognitive dimension of organizational change has positive influence to
organizational cynicism. Affective dimension of organizational change has negative influence to
organizational cynicism. Behavior dimension of organizational change has no influence to
organizational cynicism.

Keywords: job satisfaction, cognitive dimension of organizational change, affective dimension of
organizational change, behavior dimension of organizational change, organizational cynicism.

1. Introduction

The organization is currently experiencing unstable conditions. Changes often occur in
some organizations, as reaction to environmental concerns that are perceived to be disruptive and
volatile organizational practices and result in changes to organizational values (Smissen et al.,
2013 ; Akhtar & Rong, 2015) . Changes the organization is moving the organization from one
state to another. According to Kimberly & Quinn (1984). There are three basic types
of organizational change, including : restructuring, organizational change practices that have
directions for the implementation of changes made within the company's structure, strategy,
policy, procedures, technology or culture.

The globalization of education today is an inevitable activity. Technological
developments make the learning process more advanced so that students can get knowledge with
a source that is very easy to find. In addition to technology, globalization factor, Education can
also be caused by increasing economic development. Economic development will facilitate the
learning process as well as make learning facilities are also more and more and good. It also
greatly affects the globalization of education.

Education globalization encourages every educational institution to make organizational
change to be able to compete in an increasingly competitive service education
industry. Educational institutions not only compete at the level of local competition, but also
regionally and internationally. This change includes a process whereby an organization changes
its organizational structure, strategy, operational methods, technology or culture to influence
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changes in the organization and the impact of those changes on the organization. Organizational
change indicates that the organization dynamically develops to follow any changes that occur
from both the external and internal environments of the organization.

According  toDunham et al. (1989) states that there are  three
types of attitudinal components to change that are: a) The affective component consists of the
feelings a person has toward an attitude object, involving evaluation and emotion, and is often
expressed as likes or dislikes for attitude objects ; b) The cognitive component of attitude
consists of the information a person has about a person or something based on what a
person believes to be true; and c) The behavioral component, concerning the way a person
intends to behave toward an attitude object .

Organizational change and organizational cynicism are two interrelated phenomena in the
research literature of organizational behavior. Organizational change as one of the main causes
of the emergence of organizational cynicism. Organizational cynicism is the attitude taken in
an effort to change for the poor management of the organization. This is characterized by
pessimism and distrust of future success as organizational change efforts and the ability
of organizational members to try to make changes that may be incompetent or less smart (Ince
& Turan, 2011).

Job satisfaction is considered as one of the most representative dimensions of
organizational behavior (Ghazzawi, 2008). It is defined positive feelings about one's work based
on one's evaluation of job characteristics (Robbins & Judge, 2007). It can also be defined as a
positive emotional state resulting from an evaluation of the experience provided by the work
(Locke, 1976), or as a set of feelings and beliefs that a person has around his job (George &
Jones, 1999).

Job satisfaction reflects the employee's feelings toward his job. This will reflect the
positive attitude of the employee on the job and everything faced in his or her work environment.
Employee job satisfaction has an important impact on improving work motivation. This can be
evident in the appropriateness between a person's expectations of his work and what he gets from
the job itself. As for organizational change, members of organizations that have high levels of
work satisfaction, are expected to accept the plan of change and undergo those changes with a
positive attitude.

This study aims to obtain empirical evidence of the relationship between the dimensions
of organizational change with work satisfaction and organizational cynicism, with research
objects in senior high school and college. Renewal in research is disclosure relationship of work
satisfaction and cynicism with three aspect of change that is affective aspect, cognitive aspect
and behavior aspect.

2. Literature Review and Hypothesis
2.1. Relationship of Job Satisfaction and Organizational Change

Job satisfaction is considered to be one of the most representative dimensions of
organizational behavior. This defined positive feelings about one's work based on one's
evaluation of job characteristics (Robbins & Judge, 2007). It can also be defined as a positive
emotional state resulting from an evaluation of experience given by work (Locke, 1976), or as a
set of feelings and beliefs that a person has around his work (George & Jones, 1999).

Akhtar & Rong (2015: 5) in his research about the relationship of organizational change
to job satisfaction and interest to get out of the organization. The results showed that members of
the organization who had negative experience in organizational change were negatively related
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to job satisfaction and positively related to the interest to leave the organization. Similarly, the
opposite is true.

Some people tend to be a welcome change that is favorable to them on a personal level (such
as giving them greater power over another person, or changes that improve the quality of life as a
larger office and nicer). Research also shows that commitment to change is the highest when
proposed changes affect the work unit with low impact on how individual work is done (Fedor,
Caldwell, & Herold, 2006).

Dunham, Grube, Gardner, Cummings, and Pierce (1989) argue that attitudes toward change
generally consist of a person's cognition of change, affective reactions to change, and behavioral
trends toward change. Similarly, Elizur and Guttman (1976) classify individual or group
responses to the introduction of organizational change into three types. Affective responses are
greater or lesser feelings associated with, satisfied with, or anxious about change. The cognitive
response is one's opinion of the advantages and disadvantages, uses, and needs, and of the
knowledge needed to deal with change. Finally, the instrumental response is an action already
taken or will be taken in the future for or against change.

Yousef (2017: 87), in his research on the relationship of work satisfaction, organizational
commitment and organizational change. The results show that job satisfaction has no direct
effect on the three dimensions of attitudes toward organizational change. K sustained
commitment of mediating influence of satisfaction with salary, promotion, and co-workers on the
cognitive dimension of attitudes toward organizational change. In addition, normative
commitment mediates the effect of satisfaction with salary and promotion on the cognitive
dimension of attitudes toward organizational change. On the other hand, satisfaction with co-
workers directly affects the dimensions of affective propensity and behavioral trends toward
organizational change. If employees are satisfied with the side of the work of colleagues, they
will have a greater sense of connection with and satisfied with the changes, and less anxious
about the changes.

This study has a frame of mind that members of organizations that have a higher level of
satisfaction, they have more attitude (affective) to accept change in the organization. Similarly, it
is expected to educators at both the secondary and college levels. Comprehensive understanding
will occur in the relationship of organizational change with the thinking of members of the
organization who have a higher job satisfaction, will be able to understand and think about
changes in the organization.

The level of job satisfaction can not always be run as a behavior (behavior) a person to act
following the change. Changes are more likely to occur if the company performs poorly and if
there is a perceived threat from the environment. In fact, poor performers often find it easier to
change than successful companies. High performance actually leads to excessive confidence and
inertia. It is also suspected to occur for members of organizations that have low performance and
higher uncertainty expectations.

Gomes (2009: 189) in his research shows empirical evidence that job satisfaction encourages
organizational members to make changes beginning with someone having logical thinking
(cognitive) of the organization's plans to change in order to adapt the external
environment. Furthermore, a positive logical thinking will affect an understanding and attitude of
an individual (affective change) to accept change and then someone will behave and participate
in the conduct of change (behavior organizational change).

Based on literature review and reference in  previous research on Job
Satisfaction and Organizational Change it can be submitted hypothesis as follows:
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Ha1: Job Satisfaction has a positive and significant effect on teacher’s cognitive
dimension of organizational change.

Ha2: Job Satisfaction has a positive and significant effect on teacher’s affective
dimension of organizational change.

Ha3: Job Satisfaction has a positive and significant effect on teacher’s behavior
dimension of organizational change.

2.2. Relationship Organizational Change and Organizational Cynicism

Organizational cynicism is the result of the belief of employees that the
organization acted less fair or do some policies are not transparent . More specifically, the
expectations of morality, justice, and honesty are violated. The main factors affecting cynicism
are personal factors and organizational factors (Polatcan & Titrek, 2013). Personal factors of
cynicism include gender, age, marital status, employment, income level and education
level. While the organizational aspects that affect cynicism include justice in organizations,
organizational policies and violations of psychological contracts and individual role conflict
within the organization.

Organizational cynicism arises when employees begin to disbelieve due to lack and
dishonesty. This occurs as a result of perceptions of basic expectations relating to morality,
justice and honesty that do not get a response. Organizational cynicism is a concept of future-
oriented quality and emerges as a reflection of past experiences. Organizational cynicism is built
on three basic dimensions (Polatcan & Titrek, 2013), namely: a) Cognitive Dimensions: beliefs
about the practice of dishonesty, injustice and insincerity of the organization, resulting in
unscrupulous behaviors and distrust of others; b) Sensitive / Emotional Dimension (Affective):
consists of a strong emotional reaction to the organization. This strong reaction is expressed with
disrespect and anger towards their organization, or feel uncomfortable, resentful and even
ashamed when they think about their organization;and c¢) Behavior Dimension
(Behavioral): consisting of a negative attitude and a strong critical attitude towards the
organization because of dishonesty and insincerity organization.

Cynicism can occur because of organizational change factors. In this case cynicism about
organizational change is defined as a construction that has two elements: the pessimistic view of
success of change and the feeling of wrongness because of lack of motivation so as not to have
the ability to follow the changes. The concept of cynicism occurs when the possibility of
organizational change is not followed by the effort of personal responsibility in accommodating
change. Whereas Attribution Theory (Attribution Theory) is concerned with how individuals
assess the causes of other people's behavior. In this case, cynicism is believed to be the result of
dispositional attribution by blaming others for failure to change. This attitude of blame is based
on a lack of motivation, lack of ability or on both grounds.

In line with previous research Wanaous, Reichers & Austin (2000) and Thompson, et al.,
(2000), that organizational change is thought to have an effect on cynicism, caused by factors
such as the large number of changes that have previously occurred, pessimism success of
subsequent changes. The second factor concerns the effectiveness of the personal role of
supervisory or supervisory to provide information, effective listening, ease of access, and
awareness in controlling organizational change processes. Failure to supervise the change
process is seen as ineffective implementation of change, causing a sense of guilt for failure of
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responsibility. Third factor, supervisor's control over the number of employee participation and
the tendency of participation because of the leadership tendency to blame decisions made by
employees. These reasons are further regarded as factors that promote cynicism to the
organization.

There is a significant relationship between the number of complaints and cynicism
associated with organizational change and the reduction of organizational commitment (Wanous
et al., 2000).Stanley, et al., (2005) identifies three categories of cynicism, cynicism about
change, cynicism about management and general cynicism. Rubin et al. (2009) believes that
organizational cynicism is associated with a reduction of its intention to make organizational
change, organizational commitment, job satisfaction and organizational
member behavior . Organizational cynicism is the attitude taken in an effort to change for the
poor management of the organization. This is characterized by pessimism and distrust of future
success as organizational change efforts and the ability of organizational members to try to make
changes that may be incompetent or less smart ( lazy ) (Ince & Turan, 2011).

Organizational change can be a stressful time for employees for a number of reasons,
ranging from learning new tasks to work eliminated. Thus, some employees are more resistant to
change while others are more receptive to change . Elizur and Guttman (1976), there types of
individual or groups in responding organizational changes affective response, cognitive and
instrumental. affective response refers to the feeling associated with satisfaction ata u anxiety
about change. The cognitive response of opinions relating to usability and needs and around the
knowledge needed to deal with change. Instrumental response refers to actions already taken or
to be taken to deal with the changes.

Based on literature review and references in previous researchon Organizational Change
and cynicism it can be submitted hypothesis as follows:

Ha4 : Cognitive dimension of organizational changes has positive and significant effect on
teacher’s organizational Cynicism

Ha5 : Afffective dimension of organizational changes has positive and significant effect on
teacher’s organizational Cynicism

Ha 6 : Behavior dimension of organizational changes has positive and significant effect on
teacher’s organizational Cynicism

3. RESEARCH FRAMEWORK
3.1. Conceptual Model

Based on previous researches, this study intends to examine the relationship of job
satisfaction, cognitive dimension of organizational change, affective dimension of organizational
change, behavior dimension of organizational change and organizational cynicism. The
difference from previous studies, this study uses three dimension of organizational change. The
theoretical framework of research can be presented in the research framework in the following
figure:
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Figure 1. Conceptual Model

3.2. Variables and measurements

Job satisfaction is pleasurable feelings obtained level of assessment a person's job or work
experience (Schermerhorn, et.al, 2011). In general, work satisfaction is assumed to have a
positive effect on organizational change. Dimension of work satisfaction in this research refers
to Job Descriptive Index based on five aspects:

a. The work itself, which includes responsibility, interests and growth.
Quality supervision that includes technical assistance and social support .
Relationships with co-workers, which includes social cord and respect .
Promotional opportunities, including opportunities for progress
Payroll, in the form of adequacy of pay and feelings of justice towards others.

® 0o o

Meanwhile, organizational change in the study is defined as the process by which an
organization changes organizational structures, strategies, operational methods, technologies or
cultures to influence organizational change and the impact of that change on the organization
(Nafei, 2013, Dunham, et al. , 1989, Lussier, 1990 and Kursunoglu & Tanriogen, 2009). The
dimensions of organizational change are measured by three types of attitudinal components to
change : a) The affective component consists of the feelings a person has toward an attitude
object, involving evaluation and emotion, and is often expressed as likes or dislikes for attitude
objects ; b) The cognitive component of attitude consists of the information a person has about a
person or something based on what a person believes to be true; and c) Behavioral
trends , concerning the way a person intends to behave toward an attitude object.
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4. Research methodology
4.1. Types and Data Sources

The type of data to be used in this study is subject data, which is research data in the form of
opinions, attitudes, experiences or characteristics of a person or group of people who become the
subject of research / respondents. While the data source in this research is primary data source,
that is research data obtained directly from specially collected data source and directly related to
problem  studied. Primary data in  this study was  obtained by distributing
questionnaires both online and offline to Educators (Lecturers) in Higher Education and
educators at the level of Senior High School in Central Java, Yogyakarta and Jakarta. The reason
for sampling in selected geographic areas is that the three regions are part of the city's education
center with a relatively high level of change in Indonesia. Based on 300 samples of targeted
respondents, 221 samples or 74 % of respondents were collected . The data collection period was
conducted in March- May 2018, for senior high schools in Indonesia entering the busy period of
national examination for students so that not all respondent's targets can be achieved. Range of
questionnaires using Likert scale 1 - 5.

Score Level
1 Strongly Disagree
2 Disagree
3 Neutral
4 Agree
5 Strongly agree

The respondents' general data includes information about respondent demographic factors in
the form of personal data used to distinguish the main characteristics of respondents used to
explore the preferences, and the level of use of products or services by consumers. In this study
demographic variables namely gender (gender), age, status (marital status), income, educational
background . The following characteristics of respondents in this study:

Table 1. Respondent Characteristics

ITEM CATAGORY FREQ % ITEM _ CATAGORY FREQ %
GENDER MALE 107 48,4 AGE 20-<30" 34 15,4
FEMALE 114 51,6 30-<40™ 58 26,2
Total 21| 1000 40-<50™ 62 28,1
500 > 67 30,3
STATUS MARRIED 200) 90,5 Total 21| 100,0
NOT MARRIED 21 9,5
Total 21 100,0 INCOME [s.d. Rp5.000.000 122 55,2
RANGE [Rp5.000.001 - 63 28,5
Rp10.000.000
EDUCATION  |DIPLOMA 143 64,7 Rp10.000.001 - 32 14,5
BACKGROUD Rp20.000.000
GRADUATE 61 27,6 Rp20.000.000 > 4 1,8
MASTER 16 7,2 Total 221]  100,0
DOCTORAL 1 0,5
Total 21 100,0 CERTIFIC |CERTIFIED 145 65,6
ATION
NOT CERTIFIED 76 34,4
TEACHER | TEACHERS OF UNIVERSITY Total 221]  100,0
CATAGORY [SUB TOTAL 68 03
TEACHERS OF SENIOR HIGH SCHOOL
SUB TOTAL 153 0,7
TOTAL 21 1

Source: Research Data, processed (2018)
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In general, the characteristics of respondents' gender different data were 48% of men and
52% of women with dominant marriage (91%) while 9% unmarried. Based on the age of
respondents approximately 41% are junior educators with age below 40 years and 59% are senior
educators with age 40 years and over. Based on the teaching location, the respondents of
teaching staff who teach at the university reach 30% and high school as much as 70% with 66%
have followed the certification of educators and 36% have not been certified
educators . Respondent educators are more difficult to find and spend time, because teaching
hours and activities are not always on campus throughout the day compared to teachers in high
school who are always in school working days. Qualification consisted of 64.7% of respondents
diploma and was educated strata 1, especially on the respondents came from upper secondary
school teachers, 27.6% had S1 graduated, 7.2% master's degree and only 0.5% with educational
backgrounds doctoral.

4.2. Instrument Testing Research Data

The level of data validity is measured by the Corrected Item-Total Correlation > 0.3
indicator . While the level of reliability data is expressed in the indicator Cronbach's Alpha >
0.6. Based on table 3, all items of research on work satisfaction variable can be concluded valid
(Corrected Item-Total Correlation > 0.3) and reliable ( Cronbach's Alpha : 0.853> 0.6). While all
items on organizational change variables for both cognitive, affective and behavioral dimensions
show validity values based on Corrected Item-Total Correlation > 0.3 and reliable ( Cronbach's
Alpha : 0.853> 0.6). Similarly, on cynical variables, from 12 items of questions only 8 items are
declared valid and reliable.The results of validity testing and reliability of research data as
follows.

Table 2. Test Results Validity and Reliability Research Data

Scale Scale Cronbach's
Meanif |Variance | Corrected | VALIDITY | Alphaif | RELIABILITY
Item if ltem | Item-Total | (Correlated Item (Cronbach
[tem-Total Statistics Deleted | Deleted |Correlation >0,3) Deleted | Alpha=>0,6)
Job Satisfaction 118,9864| 127,595 0,529 VALID 0,853|RELIABEL
Change Organization 119,1403| 127,685 0,518 VALID 0,854|RELIABEL
Cynicism 18,5611 36,484 0,563 VALID 0,938|RELIABEL

Source: Research Data, processed (2018)

4.3. Analysis Results

The first step of hypotheses testing is model fit examination. The result is presented in table
below. From the table, we know that most fit criteria is fulfilled, so we can say that the model

is supported by the data.
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Table 3. Conformity of Research Model (Goodness of Fit)

Goodness of-fit Index Criteria Result Model Evaluation
Chi-Square small, not significant | sign 0.00 Good

CMN <2.00 28.3 Mediocre

GFI >0.90 0.933 Good

AGFI >0.90 0.776 Mediocre

TLI >0.90 0.91 Good

CFI >0.95 0.955 Good

RMSEA <0.08 0.190 Mediocre

Source: Research Data, processed (2018)

Table below presents the mean, standard deviation, and correlation among variables. All
the independent variables have mean value more than the median value of 3, so we can say that
they have high scores. The cynicism has the mean below the median value of 3, so we may say
that emplloyees have low level of cynicism.

Table 4. Descriptive Statistics Research

N Mean Std. Deviation KK POA POK POP Cyn
KK 221 3,9321 0,61342 1 646" 582" 520" -0,030
POA 221 3,8575 0,54116 646" 1 785" 717" -0,073
POK 221 3,9374 0,53934 582" 785" 1 7997 - 182"
POP 221 3,7315 0,51155 520" 717" 799” 1 -, 155"
Cyn 221 2,6346 0,81784|  -0,030 -0,073| - 182" -155" 1

** Correlation is significant at the 0.01 level (2-tailed)
* Correlation is significant at the 0.05 level (2-tailed)

KK  : Job satisfaction

POA : Affective dimension of organizational change
POK : Cognitive dimension of organizational change
POP : Behavior dimension of organizational change
Cyn : Cynicism

Hypotheses testing was conducted with AMOS version 24 to obtain empirical results on
the research hypothesis. The first result is job satisfaction has positive influence to cognitive
dimension of organizational change (= 0,733 P<0,05). Job satisfaction has positive influence
to affective dimension of organizational change (B= 0,717 P<0,05). Job satisfaction has
positive influence to behavior dimension of organizational change (B= 0,629 P<0,05).
Cognitive dimension of organizational change has positive influence to organizational cynicism
(B= 0,28  P<0,05). Affective dimension of organizational change has negative influence to
organizational cynicism (f=-0,32 P<0,05). Behavior dimension of organizational change has
no influence to organizational cynicism (f=-0,019 P>0,05).
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Table 5.
Results of Tests on Job Satisfaction, Organizational Change and Organizational Cynicism

Estimate S.E. C.R. Estimates | Label CR Sign
COGCHANGE <--- JOBSAT 0,733 0,085 8,636| 0,000***
AFEKCHANGE <--- JOBSAT 0,717 0,065 11,012 0,000%**
PERICHANGE <--- JOBSAT 0,629 0,07 9,033| 0,000%**
CYNICISM <--- COGCHANGE 0,28 0,106 2,634 0,008***
CYNICISM <--- AFEKCHANGE -0,32 0,092 -3,498| 0,000***
CYNICISM <--- PERICHANGE -0,019 0,099 -0,192 0,848

Source: Research Data, processed (2018)

5. Discussion and Conclusion

The main objective of this research is to get empirical evidence of the relationship
between the factors of Job Satisfaction with the dimensions of Organizational Change, and their
relationship to cynicism. Based on the empirical findings presented in table 5, it was found that
in this study, the variable of Job Satisfaction with educator object had a significant positive effect
on the three dimensions of organizational change variable.

Job Satisfaction is a strong factor in supporting the thinking, attitudes and personal
behavior of members of the organization to accept and follow changes in the organization in
which it works.

Thus the empirical results in this study support the proposed hypothesis Hal, that there is
a significant and positive influence between Work Satisfaction with Organizational Cognitive
Changes. This empirical evidence also supports the proposed hypothesis on Ha2 which states
that there is a significant and positive influence between the Work Authority and the
Organizational Affective Change. And support the Ha3 which states that there is a significant
influence with the positive direction between Work Satisfaction with Organizational Behavior
Change.

The results of this study also supports previous studies conducted by Gomes (2009) on
Job Satisfaction variables significantly and positively affect the three dimensions of
Organizational Change. The hypothesis support in this study, particularly on Organizational
Change Cognitive variables is significantly influenced by Job Satisfaction (Judge, et al (1999)
and Wanberg & Banas (2000) .But the results of this study contradict the findings of Yousef
(2017).

Based on the theory of organizational behavior, in running organizational change is
influenced by factors that encourage and inhibit organizational change. According to the theory
of Organizational Change, Force Field Analysis Kurt Lewin (1951), that Job Maturity is a factor
driving organizational change, and vice versa that employee disability is a factor inhibiting
organizational change. Thus for companies that will plan and make changes in their
organizations need to facilitate the factors that encourage members of the organization to have
level of work satisfaction is higher. Some the elements that encourage the increasing work
satisfaction of educators include an increasingly personal ability to carry out responsibilities and
tasks, the existence of technical assistance from the organization to improve the quality of
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employees, positive and strong relationships among peers, good promotional opportunities and
adequacy of payments or rewards fairly and adequately.

Based on Table 5, evidence of the empirical research on the relationship dimension
Cognitive dimension of organizational change demonstrated by their significant influence with a
significance level o = 5%, and the direction of a positive relationship between both variables.
The findings support the hypothesis proposed in this study Ha4 and the results of research that
has been done by Kaefi (2010), which states that there is a significant and positive relationship
between organizational cognitive change with cynicism

The findings of this study also support the hypothesis about the relationship of
Organizational Change with Cynicism (Ha5) obtained significant results with the direction of the
negative relationship between the dimensions of affective change with cynicism. The affective
component of change can be expressed in the form ofa person's feelings toward
an attitude object , involving evaluation and emotion, and often expressed as like or dislike to
change. Attitudes or feelings that support change in organizations with positive emotional
evaluation tend to have greater tolerance for acceptance of change risk. So they feel better
prepared and always put a high trust in the organization, or have a low level of cynicism against
the organization.

The results do not support the hypothesis about the relationship of Organizational
Behavior Change with Cynicism (Ha6). Thus the findings of this study also do not support
previous research conducted by Ince & Turan (2011). Thus it can be concluded that members of
the organization that have prepared the means and acted on the changes that exist within the
organization in which they work, are more concerned andput a high trust in the organization of
the decisions to make changes. So there are no significant obstacles for them to reject or feel
suspicious about the goals of organizational change.

Thus it can be concluded that the findings in this study support the proposed hypothesis
about the relationship of Work Satisfaction with the dimensions of Cognitive Change, Affective
Change and Organizational Behavior Change. While the findings on the relationship dimension
of Organizational Change with Cynicism supports hypothesis 4 (Ha4) and Ha5. While the
research findings do not support the relationship of Organizational Behavior Change to
Cynicism.

Reference

Akhtar, Muhammad Naseer and Long Li Rong . (2015). The impact of organization change on job
satisfaction, and intention to quit: a mediating raft of psychological contract violation. European
Scientific Journal , 11 (29), pp. 1857 - 7881 .

Bergstrom, Styhre and Thilander (2014 ). Paradoxiying Organizational Change: Cynicism and Resistance
in the Swedish Arm Forces. Journal of Change Management , 14 (3), 384-
404. Dhar, Rajib Lochan Dhar . (2009). Cynicism in the Indian IT Organizations: An
Exploration of the Employees™ Perspectives . Qualitative Sociology Review , 5 (1), pp. 152-175 .

Dean, James W , Pamela Brandes & Ravi Dharwardkar (1998). Organizational
Cynicism . Academy of Management Review , 23 (2), pp. 341 - 352..

@Heni Kusumawati_STIE YKPN_2018 Page 11



Dunham, RB, Pierce, JL, & Newstrom, JW (1983). Job context and job content: A conceptual
perspective. Journal of Management , 9, pp. 187-202.

Gomes, Daniel Roque. (2009). Organizational change and job satisfaction: the mediating role of
organizational commitment . Working paper .

Judge, Timothy A., et al (2001). The job satisfaction-job performance relationship: a qualitative and
guantitative review. Psychological Bulletin . 127 (3), pp. 376-407.

Khan, Rukhaiza , Af shan Naseem & Syed Athar Masood. (2016). Effect of continuance
Commitment and organizational Cynicism on Employee Satisfaction in Engineering
Organizations . Internatiobal Journal of Innovation, Management and Technology, 7 (4).

KOC, Murat, et al (2014). Human Resources Management Practice, Job Satisfaction and
Organizational Commitment. International Journal of Academic Research in Business
and Social Sciences , 4 (9).

Lewin, K. (1951). Field theory in social science. New York: Harper & Row.

Md Zabid Abdul Rashid , Murali Sambasivan , Azmawani Abdul Rahman . (2004). The influence of
organizational culture on attitude toward organizational change. Leadership & Organization
Development Journal , 25 (2), pp. 161-179.

Mitchell, OS, Levine, PB, & Pozzebon, S. (1990). Aging, job satisfaction, and job
performance . CAHRS Working Paper # 90-02. Ithaca, NY: Cornell University, School of
Industrial and Labor Relations, Center for Advanced Human Resource Studies .

Nafei, Wageeh A. (2013). The Effects of Organizational Cynicism on Job Attitudes an Empirical Study
on Teaching Hospitals in Egypt . International Business Research , 6(7), pp. 52-69.

Ozler , Derya Ergun & Ceren Giderler Atalay. (2011). A Reasearch to Determine tea Relatonsgip
Between Organizational Cynicism and Burnout Levels of Empoyees in Health Sector. Business
and Management Review, 1 (4), pp. 26-38.

Sempane M., Rieger, HS, Roodt, G. (2003), Job satisfaction in relation to organizational culture . SA
Journal of Industrial Psychology , 28 (2), pp. 23-30.

Sewang , Anwar. (2016). The Influence of Leadership Style, Organizational Culture, and Motivation on
the Job Satisfaction and Lecturer's Performance at the College of Darud Dakwah Wal Irsyad
(DDI) at West Sulawesi . International Journal of Management and Administrative
Sciences (IJMAS), 3 (5), pp. 8-22..

Shaghayegh Kiani Mehr et.al., (2012). Relationship between job satisfaction and organizational culture in
staffs and experts of physical education offices of Mazandaran Province . European Journal of
Experimental Biology , 2012, 2 (4), pp. 1029-1033 .

Shukla , Anil & Tripta Trivedi . (2008). Burnout in Indian Teachers . Asia Pacific Education Review, 9
(3), pp. 320-334.

Srivastava , Abhishek & John W. Adams, (2011). Relationship Between Cynicism and Job Satisfaction:
Exploration of Mechanisms. Psychological Reports, 108(1), pp. 27 - 42.

@Heni Kusumawati_STIE YKPN_2018 Page 12


https://translate.google.com/translate?hl=en&prev=_t&sl=id&tl=en&u=https://www.emeraldinsight.com/author/Abdul%2BRashid%252C%2BZabid
https://translate.google.com/translate?hl=en&prev=_t&sl=id&tl=en&u=https://www.emeraldinsight.com/author/Sambasivan%252C%2BMurali
https://translate.google.com/translate?hl=en&prev=_t&sl=id&tl=en&u=https://www.emeraldinsight.com/author/Abdul%2BRahman%252C%2BAzmawani

Stanley, David J., John P . Meyer and Laryssa Topolnytsky. (2005). Employee Cynicism and Resistance
to Organizational Change. Journal of Business and Psychology 19 (4), pp. 429-459 .

Watson, G. (1971). Resistance to change. American Behavioral Scientist , 14, pp. 745-766 .

Yasin , Tahreem & Shazia Khalid. (2015). Organizaional Cynicism, Work Related Quality of Life
and Organizational Commitment in e mployees . Pakistan Journal of Commerce and Social
Sciences, 9 (2), pp. 568 -582 .

Yim , Joanne Sau-Ching & Priscilla Moses.(2016). Work factors and teacher satisfaction:
The mediating effect of cynicism toward Educational Change. Issues in Educational Research,
26 (4), pp. 694-7009.

Yousef, Darwish Abdulrahman. (2017). Organizational Commitment, Job Satisfaction and Attitudes
toward Organizational Change: A Study in the Local Government. International Journal of
Public Administration , 40 (1), pp. 77-88.

@Heni Kusumawati_STIE YKPN_2018 Page 13



