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 The study aimed to determine the role of work stress and the 
perception of organizational support for organizational cynicism in 
shipping employees. The study used a quantitative approach with 152 
respondents. The research instrument uses the organizational 
cynicism scale of Yunida, (2016), the work stress scale of Sari et al. 
(2018), and the survey scale of perceived organizational support from 
Kurtessis et al. (2017). Data retrieval is done online, then the data that 
has been collected, analyzed with multiple linear regression tests 
using SPSS software. The results showed that the significance value p 
= 0.00 (p < 0.05) so it can be said that work stress and perception of 
organizational support influence the organization's cynicism in 
shipping employees in the era of the COVID-19 pandemic. Work stress 
had an effective contribution of 31%, while effective contributions 
perceptions of organizational support were greater at 32%. Based on 
these results, it is very important to pay attention to organizational 
support for employees to avoid the emergence of organizational 
cynicism. 

Keywords: 
Organizational Cynicism; 
Pandemic; 
Perceived Organizational Support; 
Shipping; 
Work Stress; 
 

 

Corresponding Author : 
 
Faraz  
Psychology, Faculty of Psychology and Socio-Cultural Sciences, 
Islamic University of Indonesia 
Email: 159151301@uii.ac.id  
 

  

 

  

https://search.crossref.org/?q=psikostudia
http://issn.pdii.lipi.go.id/issn.cgi?daftar&1548134037&1&&
http://issn.pdii.lipi.go.id/issn.cgi?daftar&1344398087&1&&
mailto:1hesa.putrie@students.uii.ac.id
mailto:2faraz.umaya@uii.ac.id


 
PSIKOSTUDIA: Jurnal Psikologi | Volume 11 No. 1 | March 2022: 79-88  

 

Organizational Cynicism Reviewed from Work Stress to Shipping Employee Organization Support  
(Hesa Chikita Putrie, Faraz) 

80 

  

BACKGROUND 

On March 11, 2020, the World Health 
Organization (WHO) declared the 
coronavirus (COVID-19) a pandemic due to 
the global spread of the disease, causing 
widespread concern (WHO) 2020. The 
organization's financial condition decreased 
due to the COVID-19 pandemic causing as 
many as 4,710 employees in Jambi to be laid 
off (Termination of Employment) 
(Jambikita.id, 08/10/2020). Layoffs can 
trigger less positive behavior in employees, 
such as organizational cynicism (Chiaburu et 
al., 2013; Mustikawati & Suana, 2018). 

Organizational cynicism results in 
employees not trusting the integrity of the 
organization, having no confidence in the 
organization's leadership, and distrust of 
superiors (Aly et al., 2016; Dean et al., 1998; 
Pfrombeck et al., 2020), decrease 
effectiveness and reduce the integrity of a 
company (Erarslan et al., 2018; Nemr & Liu, 
2021; Zhang et al., 2019), increasing an 
employee's intention to quit his job (Dean et 
al., 1998; Pfrombeck et al., 2020). Thus, the 
organization will experience obstacles that 
can affect the entire organizational process 
in achieving its goals (Kadiyono & Sumantri, 
2010; Yunida, 2016).  

A work environment with job demands 
and lack of organizational support raises 
feelings of suspicion in employees towards 
the organization called organizational 
cynicism (Dean et al., 1998; Risgiyanti, 2015). 
Organizational cynicism according to Dean 
et al. (1998) consists of three dimensions. 
First, the cognitive dimension in which 
employees believe that organizations ignore 
moral principles such as fairness, honesty 
and sincerity (Dean et al., 1998; Durrah et al., 
2019; Risgiyanti, 2015). Second, the affective 
cynicism dimension of organizational 
cynicism consists of several emotions, for 
example employees feel insulted or angry 
with the organization (Dean et al., 1998) 
Third, behavioral cynicism tends to be 

negative behavior and disparaging of the 
organization, such as denouncing the 
organization, negative non-verbal behavior, 
cynical interpretation of the organization's 
future program (Dean et al., 1998) 

Some of the factors influencing 
cynicism are stress, disagreement with 
organizational expectations, lack of support 
and social recognition, lack of a voice in the 
decision-making process, unbalanced 
distribution of power and lack of 
communication (Sheel &Vohra, 2016). 
Research has proven that perceived 
organizational support (POS) perceptions 
influence organizational cynicism so that 
employees will be more cynical about the 
organization because they lack 
understanding of the organization's support 
(Byrne &Hochwarter, 2008; Chiaburu et al., 
2013).  

The perception factor of 
organizational support refers to employee 
trust regarding how far the organization will 
provide support and care for their well-being 
(Kurtessis et al., 2017; Ocean, 2016). With the 
perception of organizational support can 
improve performance, commitment, loyalty, 
job satisfaction, prevent turnover (Aselage 
& Eisenberger, 2003; Kurniawan & Harsono, 
2021), and lowered the level of 
organizational cynicism (Kasalak & Mualla, 
2014). According to Chiaburu et al. (2013) 
employees who have a low organizational 
perception will feel that their contributions 
are not appreciated by the organization so 
that the employee develops a feeling of 
betrayal. Thus, employees tend to exhibit 
higher levels of cynicism towards the 
organization.  

Perceived organizational support 
(POS) is the employee's view of how far the 
organization will go and seeing how far the 
organization's readiness to provide 
assistance to employees when needed 
(Kurtessis et al., 2017)  Kurtessis et al. (2017) 
explain that there are three dimensions of 
the perception of organizational support. 
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First, fairness is the act of treating everyone 
fairly, giving everyone equal opportunities, 
and not letting subjective feelings influence 
decisions that concern others. Second, 
Supervisor Support where the supervisor 
has direct responsibility in directing and 
evaluating the performance of workers. 
Organizational Rewards and Job Conditions 
are contributors to improving worker well-
being.  

Things that do not go according to the 
expectations of the employee raise 
demands and pressures so that there are 
contradictions in the individual it will cause 
stress and tension in the employee (Riggio 
et al., 1990; Shaharruddina et al., 2016). The 
impact of stress in the organization will 
affect employees physically, affectively, and 
behaviors such as declining employee 
mental health, causing decreased 
performance, increased accidents and 
decreased business in work (Sonnentag & 
Frese, 2003; Wijayanti, 2021). 

Work stress is a form of a person's 
response, both physically and mentally to 
work beyond his or her ability that causes 
demands so that the individual feels 
disturbed (Sari et al., 2018). According to 
Rice et al. (2015) a person who experiences 
stress at work will cause symptoms that 
include three aspects of the First, 
physiological aspects related to physical 
health problems such as immune system 
problems, headaches, back pain and others. 
Second, aspects of psychology are 
characterized by inability to fulfill work, 
tense, restless, anxious, aggressive actions, 
and others. Third, behavioral aspects related 
to changes in productivity, absence in work 
schedule, changes in appetite, difficulty 
sleeping, and others. 

Organizational cynicism is one of the 
potential obstacles because it affects and 
impacts ethical leadership on business 
behavior (Nemr & Liu, 2021). Organizational 
cynicism arises because employees 
experience pressure, stress, resentment and 

even embarrassment when they think about 
their organization (Gibson et al., 2015; 
Nugraha & Suherna, 2019; Rakhim et al., 
2021; Setiyana, 2013). In addition to stressful 
conditions, another factor causing 
organizational cynicism is that employees 
can perceive the organization's support as 
the malicious intention of the organization 
in valuing employee performance (Chiaburu 
et al., 2013; Lynch et al., 1999). Based on that 
background, researchers are interested in 
conducting research on organizational 
cynicism associated with work stress and 
organizational support. The purpose of the 
study was to determine the role of work 
stress and the perception of organizational 
support for organizational cynicism in the 
era of the COVID-19 pandemic in shipping 
employees. 

 
METODE PENELITIAN 

Jenis Penelitian 
Penelitian ini menggunakan 

pendekatan kuantitatif. Variabel yang diukur 
dalam penelitian ini terdiri dari variabel 
tergantung yaitu Organizational cynicism, 
and free variables are work stress and 
perceptions of organizational support. 
 
Research Subjects 

Participants in this study were 
shipping employees at PT. Pelabuhan 
Indonesia II Jambi aged 20 years to 55 years 
amounted to 152 people, there are men and 
women. The sampling technique in this 
study used convenience sampling 
techniques where the authors only took 
data on the subject's willingness to 
participate in the study. 

 
Data Collection Methods 

The study used three scales. First, 
organizational cynicism will be measured 
using a scale adapted by Yunida (2016) 
based on dean et al. (1998) theory. This scale 
amounted to 10 aitems that have a reliability 
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score of 0.886 so the scale is said to be 
consistent. 

Second, work stress will be measured 
using the work stress scale developed by 
Putra (2016), and modified by Sari et al. 
(2018) sourced in Rice (1999). This scale 
numbers 20 aitems that have a reliability 
score of 0.954 so the scale is said to be 
consistent. 

Third, the perception of organizational 
support is measured using a survey scale of 
perceived organizational support (SPOS) 
developed by Kurtessis et al. (2017) sourced 
from Eisenberger et al. (1986). This scale 
amounted to 8 aitem with reliability test 
results of 0.834 so that the scale is said to be 
consistent. 

Data Analysis Techniques 
The study used multiple linear 

regression analysis techniques to determine 
the direction of the relationship whether it 
was positive or negatively related between 
work stress, perception of organizational 
support, and organizational cynicism. The 
data analysis process will use Statistical 
Package for Social Science (SPSS) 25.0 for 
windows. 
 
RESEARCH RESULTS 

Descriptive Analysis 
Based on the data obtained, study 

participants can be seen gender, age, 
staffing status, and position. 

 
Table 1. Description of Research Participants 

Participant Overview Information amount Percentage 

Gender Man 104 68,4% 

 Woman 
 

48 31,6% 

Age < 30 years 55 36,1% 
 31 - 40 years 56 36,8% 
 41 - 50 years 37 24,3% 

 > 50 years 4 2,6% 

Staffing Status Contract 55 36,2% 
 Remain 97 63,8% 

Position ADGM Rendal & Service 
Kapalistrasi Jambi 

6 4% 

 Administration of Ships 
 

17 11,2% 
 Assistant Manager 1 0,7% 

 Assistant 2 1,3% 

 Chief Officer (Mualim I) 2 1,3% 

 Director 3 2% 

 Executive 1 0,7% 

 Finance Supervisor 1 0,7% 

 Functional Quarantine Plant 2 1,3% 

 HRD 3 2% 

 Employee 2 1,3% 

 Private Employees 4 2,6% 

 Kasi PKC 12 7,9% 

 Kasie Eksport 1 0,7% 

 Agency 8 5,3% 

 KKM 2 1,4% 
 Commissioner 3 2% 

 Field Coordinator 1 0,7% 

 Manager Area 2 1,3% 
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 Manager Shipping 4 2,6% 

 Manager Staff 14 9,2% 

 Marketing & Head Of Export 
Documents 

5 3,3% 

 Nahkoda 5 3,3% 

 Sea Guide 1 0,7% 

 Executor of Examiners 1 0,7% 

 Port Manager 26 17,1% 

 Staff IT 1 0,7% 

 Financial Staff 1 0,7% 

 Operational Staff 6 4% 

 Engineering Staff 2 1,3% 
 Supervisor 4 2,7% 

 Surveyors 6 4% 

 TNO 3 2% 

 
Based on the participant distribution 

table above it can be known that the 
participants in this study are mostly men 
(68.4%), this is because the work in the 
shipping sector is more outdoor, so it 
requires high mobility. In addition, 
participants in this study were mostly in the 
age range of 31-40 years amounting to 56 
(36.8%) people. Most subjects in the study 
had levels of organizational cynicism in 
moderate categories (40.8%), had very high 
levels of work stress (34.9%), and had a 
perception level of organizational support in 
high categories (50%). 

 
Assumption Test 

 Before conducting the hypothesis 
test, the researcher conducts an assumption 
test, namely the normality test, linearity 
test, multicollinearity test, and 
heteroskedasticity test first as a condition of 
multiple regression tests. Normality test 
results show that the data is normal 
distributed with a significance value of p = 
0.200 (p > 0.05). The results of the linearity 
test showed that there was a linear 
relationship between the variable work 

stress and the perception of organizational 
support with organizational cynicism where 
the value p = 0.000 (p < 0.05). 

In the multicollinearity test it was 
known that the tolerance value of both 
variables was 0.745 greater than 0.100 and 
the VIF value of both variables, 1,342, was 
less than 10.00, meaning that the variables 
of work stress and organizational support 
perception showed no symptoms of 
multicollinearity. As for the 
heteroskedasticity test, it showed that 
variable work stress and organizational 
support perception had no symptoms of 
heterodetic. This can be seen from the value 
of work stress which is p = 0.901 (p > 0.05) 
and the value of the perception of 
organizational support is p = 0.882 (p > 
0.05).  

 
Hypothesis Test 

In this section, a hypothesis test will be 
conducted that aims to find out whether 
work stress and perceptions of 
organizational support affect organizational 
cynicism in accordance with the research 
hypothesis. 
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Table 2. Multiple Regression Test Results 

Model Sum of Squares Df Mean Square F Sig. 

1 Regression 5527.850 2 2763.925 134.226 .000b 

Residual 3068.143 149 20.592     

Total 8595.993 151       

a. Dependent Variable: Organizational Cynicism (Y) 

b. Predictors: (Constant), Perception of Organizational Support (X2), Work Stress (X1) 

 
Based on the table, showing that work 

stress and perception of organizational 
support can simultaneously affect 

organizational cynicism in employees, this is 
evident from the significance value of 0.000 
(p < 0.05). 

 
Table 3. Determination Coefficient Test Results 

Model R R Square Adjusted R Square Std. Error of the Estimate 

1 .802a .643 .638 4.53779 

a. Predictors: (Constant), Perception of Organizational Support (X2), Work Stress (X1) 

 
Based on the table above, it can be 

seen the value of R square = 0.643 which 
means that the effective contribution is 
64.3%. This explains that variable 
organizational cynicism can be influenced by 
both variables namely work stress and the 
perception of organizational support. In 
addition, work stress and perceptions of 
organizational support partially have an 
influence on organizational cynicism. 
Regression test analysis showed that work 
stress had an effective contribution of 0.316 
(31%) and the perception of organizational 
support had an effective contribution of 
0.327 (32%). From these results, researchers 
conducted an analysis of each aspect on the 
perception of organizational support. These 
results showed the supervisor support 
aspect had a square r score of 0.697 and the 
award aspect and the work environment 
had a score of 0.440, meaning that the 
supervisor support aspect had the greatest 
influence on the decline in organizational 
cynicism. Therefore, it can be said that if 
more employees receive support from 
supervisors, then organizational cynicism 
will also decrease significantly. 

 
 

DISCUSSION 
Based on the results of hypothesis 

tests, it can be known that work stress and 
the perception of organizational support 
simultaneously have an influence on 
organizational cynicism. These results are in 
line with research conducted by Tükeltürk 
and Akyön (2013) that there are several 
factors that influence organizational 
cynicism such as excessive stress, 
inadequate social support, and lack of 
communication. The higher the level of work 
stress can increase organizational cynicism, 
and the higher the perception of 
organizational support can decrease 
organizational cynicism. This finding is in line 
with Saeed (2018) where the results of his 
research prove that organizational cynicism 
is positively associated with work stress and 
influenced by low organizational support. 
Other research from Oortmerssen et al. 
(2020) shows that a lack of social support 
and work stress are positively associated 
with organizational cynicism. In addition, 
Risgiyanti's research (2015) also explained 
that work stress is able to increase 
organizational cynicism, and organizational 
support is able to reduce organizational 
cynicism. 



 
PSIKOSTUDIA: Jurnal Psikologi | Volume 11 No. 1 | March 2022: 79-88  

 

Organizational Cynicism Reviewed from Work Stress to Shipping Employee Organization Support  
(Hesa Chikita Putrie, Faraz) 

85 

  

Based on the above results, excessive 
work stress will affect organizational 
cynicism. It is in line with the research of 
Dean et al. (1998) and Reichers et al. (1997) 
that one factor of organizational cynicism is 
work stress.  Shaharruddina et al. (2016) 
explained that pressure causes work stress 
resulting in the emergence of organizational 
cynicism in employees. As a result of the 
pressure, the employee is under stress. A 
similar study conducted by Aly et al. (2016) 
explained that work stress has a significant 
influence on organizational cynicism, where 
respondents from the study have high levels 
of work stress in stressful work 
environments. 

Work stress partially affects 
organizational cynicism, meaning that if 
employees feel excessive work stress it will 
affect organizational cynicism. This is in line 
with research from Sazkaya (2014) also 
explaining the existence of a significant 
relationship between work stress, cynicism 
and work alienation, concluding that 
cynicism is a mediator in the relationship 
between work stress and work alienation. 

This is in line with research by Dean et 
al. (1998) and Reichers et al. (1997) that 
support from organizations is one of the 
factors influencing organizational cynicism. 
Previous research by Cole et al. (2006) 
proved that employees who receive support 
from superiors and have good relationships 
between bosses and employees can also 
lower organizational cynicism. According to 
Chiaburu et al. (2013) employees with a low 
perception of organizational support will 
develop feelings of betrayal such as 
organizational cynicism. 

Organizational support partially 
affects organizational cynicism, meaning 
that if organizational support felt by 
employees continues to increase it will 
affect organizational cynicism. Peplinski 
(2014) explains that the perception of 
organizational support is negatively related 
to organizational cynicism. Similar research 

conducted by Kasalak and Mualla (2014) 
proves that there is a negative relationship 
between all dimensions of perception of 
organizational support and organizational 
cynicism. In addition, perceptions of 
organizational support have a negative 
influence on organizational cynicism (Aly et 
al., 2016; Kurniawan & Harsono, 2021). It can 
be concluded that the perceived level of 
organizational support is significantly 
capable of predicting organizational 
cynicism. 

Based on the results of tests on the 
perception aspect of organizational 
support, it is known that the aspect of 
supervisor support has the greatest 
influence on the decline of organizational 
cynicism. This is supported by research by 
Kasalak and Mualla (2014) which explained 
that some research assistants who received 
support from supervisors were able to 
reduce organizational cynicism significantly. 

Organizational cynicism can occur 
when employees receive pressure and do 
not receive adequate support from the 
organization. Such pressure causes work 
stress that can affect employee 
performance. However, this can be reduced 
by the support of the organization to reduce 
organizational cynicism in employees. 
 
CONCLUSIONS AND SUGGESTIONS 

This study shows that work stress and 
perceptions of organizational support have 
a significant effect on organizational 
cynicism, meaning that the higher the work 
stress experienced by employees, the higher 
the organizational cynicism, and vice versa. 
On the other hand, when employees get 
support from the organization, this can 
decrease organizational cynicism in 
employees. Therefore, it is important for 
organizations to pay attention to the 
stressful conditions experienced by 
employees and provide support to 
employees to avoid the emergence of 
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organizational cynicism in employees. 
Research advice aimed at respondents, 
subsequent researchers, and 
institutions/agencies related to research. 

Further research is suggested to use 
these research variables in other population 
groups such as interns, employees who do 
not yet have a position, and the younger 
generation who will work to see if there is 
organizational cynicism and try to use 
different ways of analysis such as using 
organizational support perception variables 
into mediation variables of two other 
variables namely organizational cynicism 
and work stress to get better results.  
Diverse. 
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