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Abstract: The aim of the present study is to investigate the mediating role of
organizational cynicism in the relationship between incivility in the workplace
and organizational silence. The statistical population of this study was all the
employees of the universities of Chaharmahal and Bakhtiari provinces, whose
number is 2255, according to the size of each region Using Cochran's formula, a
sample size of 660 people was selected, and the sample people were selected
using the stratified sampling method according to the size of each stratum. To
collect the required data in this research, standard questionnaires were used
and their validity and reliability were tested, and they were highly valid and
reliable. In order to answer and check the hypotheses of the research, PLS-warp
software was used to check the structural equations and path analysis using the
partial least squares method. The results of the analysis conducted in the
research showed that impoliteness in the work environment has a significant
and positive effect on organizational silence, the coefficient of which is 0.77. And
according to the output of Warp software, incivility in the workplace has a
significant positive effect on organizational pessimism, the coefficient of which
is 0.66, and also the effect of incivility in the workplace on organizational silence
through organizational pessimism is positive with the coefficient of 0.88.

Keywords: Organizational Pessimism; Organizational Silence, Incivility in the
Workplace.

Extended Abstract

Introduction

Organizational pessimism, while causing feelings such as frustration,
disappointment, heartbreak, and pessimism in employees, on the other
hand, can lead to various criticisms, including humiliation. The attitude
of the employees towards their organization is not implementing the
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decisions made by the organization and accusing the management of the organization of not
following the ethical rules. Also, there are problems such as indifference towards the organization
and the job, strengthening the intention to leave the job, resignation, disappointment, and distrust.
To colleagues, low performance and job burnout are attitudes and behaviors caused by
organizational pessimism. This research aims to investigate the concepts of "incivility in the
workplace”, "organizational silence” and "organizational pessimism™ as counterproductive
behaviors. It seems that this research can have a significant contribution to those who work on
organizational psychology, doctors, researchers, and organizational policymakers. The results of
the research have a basic purpose to draw attention that positive organizational behaviors that play
an essential role in the high performance of employees. And unproductive work behaviors that
reduce their motivation and productivity. For this purpose, an attempt is made to answer the main
question of whether organizational cynicism acts as a tool in the relationship between incivility in
the workplace and employees' silence.

Case Study
The statistical population of this study was all the employees of the universities of Chaharmahal
and Bakhtiari provinces.

Theoretical framework

Incivility in the workplace is not a situation that happens suddenly, comes and goes, and appears
infrequently, but is rude behavior that persists and causes employees to feel uncomfortable. Unlike
other negative behaviors such as bullying, harassment, aggression, obscenity, and intimidation in
the workplace, incivility in the workplace is rude behavior that violates the rules of mutual respect
and psychologically harms a person (Alshehry et al., 2019). Although there are different opinions
about what behaviors are inappropriate in the workplace, any uncivilized, rude, and disrespectful
behavior can be considered workplace incivility. Examples of rude behavior in the workplace
include yelling at people in the workplace, ignoring the thoughts of colleagues, leaving colleagues,
ignoring them, and threatening and sarcastic talk (Shi et al., 2018). It also includes verbal behaviors
such as backbiting, gossiping, and being annoying at work. This includes actual behaviors such as
ignoring coworkers and staring. Incivility in the workplace can be less harmful than deviant,
antisocial, aggressive, or counterproductive workplace behavior, but it can be devastating if it
persists. Violation of the rules of respect and not observing the minimum rules of politeness play
a fundamental role in the emergence of impoliteness in the workplace (Hershcovis et al., 2017).
Organizational silence is the fear of employees commenting on organizational problems.
Employees who can provide organizational benefits do not express their opinions and do not take
any initiatives for the benefit of the organization. Organizational silence is divided into two parts:
"satisfactory silence™ and "quiet silence”. Submissive silence is when a person keeps their thoughts
to themselves, based on accepting something unpleasant. On the other hand, quiet silence is a
person's silence for self-protection, based on the fear of harmful consequences that may be faced
if they speak up. In an unsafe environment, employees may turn to silence to protect themselves
and their colleagues. The lack of interest of some employees to express their problems in the
organization may also cause organizational silence (Okeke-James et al., 2020). Also, seeing
conversation as risky is an important reason for organizational silence. Employees may not express
their opinions openly for fear of isolation, inability to get promoted, and rejection. When
employees talk about a negative situation with their co-workers, they may think that their
relationship will deteriorate. In such cases, employees may prefer to remain silent because they
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believe that even if they express their problems, no solution will be provided. Especially,
employees who do not have the ability to confront the other party may remain silent
unintentionally. Employees can remain silent to protect themselves from potential harm. In cases
where they do not feel safe enough, they may prefer silence for protection (Bordbar et al., 2019;
Hozouri et al., 2018).

Organizational pessimism is an attitude that constantly finds fault, criticizes, does not like and
trust others. Organizational pessimism is a general position and negative attitude of employees
towards their organization. Organizational pessimism means that a person has a negative and
opposing attitude and behavior towards everything in the organization. People who show
pessimism think that people are insecure and dishonest (Sirin et al., 2018). These people are people
who are often critical, stubborn, and find fault. When employees think that their organization is
far from honest and fair, it is expected situation that pessimistic tendencies will increase (Tuna et
al., 2018).

Methodology

The research method in terms of the practical purpose and in terms of the way of gathering
information, the current research is descriptive of the correlation type because it examines the
relationship between incivility in the workplace and organizational silence through organizational
pessimism in the dominant structural equation model. The statistical community of this research
There are 2255 employees working in the universities of Chaharmahal and Bakhtiari provinces,
and stratified random sampling will be done among these people. In order to take a sample, the
researcher first took a preliminary sample and calculated the variance of the sample, the maximum
value of the variance was calculated as 0.601, then the sample size was calculated using Cochran's
formula.

Discussion and Results

Incivility in the workplace has a significant and positive effect on organizational silence, the
coefficient of which is 0.77. And according to the output of Warp software, incivility in the
workplace has a significant positive effect on organizational pessimism, the coefficient of which
is 0.66, and also the effect of incivility in the workplace on organizational silence through
organizational pessimism is positive, the coefficient of which is It being 0.88.

Conclusion

This research aims to investigate the mediating role of organizational cynicism in the
relationship between incivility in the workplace and organizational silence. In this
research, an attempt has been made to answer whether organizational cynicism is a
variable in the relationship between incivility in the workplace and the silence of
employees' work. The results of the research showed that there is a direct and mediating
effect between the desired variables. In this way, it was found that the conceptual model
of the research is a valid model and all the hypotheses proposed for the research have been
confirmed. The findings of the analysis and research literature show that any unproductive
attitude and behavior that occurs in the organization is not limited to itself. It becomes an
organizational problem that affects many other factors. Research findings showed that this
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issue has been confirmed once again. In this research, in which the "mediating" role of
organizational cynicism in the relationship between incivility in the workplace and
organizational silence was investigated, it was concluded that employees' perception of
incivility in the workplace increased their perception of organizational cynicism, which
Another work behavior is counterproductive. On the other hand, it was confirmed that the
perception of impoliteness in the workplace strengthens the organizational silence of
employees. This situation shows that unproductive attitudes and behaviors that disrupt the
organizational climate and threaten organizational health in organizations are processes
that support each other. Also, with the conclusion that the perception of organizational
pessimism has a direct effect on the perception of organizational silence in the relationship
between the dependent and independent variable, it is understood that any unproductive
work behavior has a contagious effect and activates other unproductive work behaviors.
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