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0Oz
CGalisma, mantar yonetimi tarzinin o6rgitsel sinizm
tzerindeki etkisinde etkilesimsel adaletin araci roliinu
tespit etmeyi amaglamaktadir. Arastirma verileri
Turkiye’de bir devlet Universitesinde ¢alisan 107
arastirma gorevlisinden anket yonetim ile toplanmistir.
Arastirma modelini test etmek igin yapisal esitlik modeli
(YEM) kullanilmigtir. Calismada ilk olarak mantar yonetim
tarzinin orgltsel sinizm Gzerindeki etkisi test edilmistir.
Bu adimdan sonra araci degisken arastirma modeline
dahil edilmistir. Analizler sonucunda mantar yonetim
tarzinin 6rgutsel sinizm alt boyutlarini (bilissel, duyussal
ve davranigsal) pozitif, etkilesimsel adaletini negatif
yonde etkiledigi sonucuna varilmistir. Ancak mantar
yonetim tarzi ile orgutsel sinizm boyutlari arasinda

Abstract

The study aims to test the mediating role of interactional
justice on the effect of mushroom management style on
organizational cynicism. Data were collected by survey
method from 107 research assistants working in a state
university in Turkey. The structural equation model
(SEM) was used to test the research model. In the study,
firstly, the effect of mushroom management style on
organizational cynicism was tested. After this step, the
mediator variable was included in the research model.
As a result of the analysis, it was concluded that the
mushroom management style affected organizational
cynicism sub-dimensions (cognitive, affective, and
behavioral) positively, and affected interactional justice
negatively. However, it was concluded that interactional

kurulan iliskide etkilesimsel adaletin aracilik roliu | justice does not have a mediating role in the relationship

olmadigi sonucuna varilmistir. between  mushroom  management style and
organizational cynicism dimensions.
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1. Introduction

Leadership and management styles are effective in employee behavior in the organization.
There can be no single factor affecting the behavior of employees in the organization. When
we characterize the behavior as negative behavior, there may be more than one underlying
factor. For example, poor or ineffective leadership leads to employee stress and negative
effects on mental health (Kelloway, Sivanathan, Francis & Barling, 2005: 90).

Mushroom management has recently emerged as a management style and entered
management literature as a metaphor. Mushroom management is used to describe a
management style in which employees (such as mushrooms) are kept in the dark and given
some fertilizer periodically (Brown, Malveau, McCormick & Mowbray, 1998: 147; Laplante &
Neill, 2006: 120). Mushroom management may be the source of some behavioral problems
such as the occurrence of trust problems in employees, the decrease in organizational and
work commitment, the emergence of burnout syndrome, the increase of cynicism, the
increase of absenteeism, the increase in turnover rate, the formation of the intention to leave
the job (Bolea & Atwater, 2016: 119-120; Kilekgi et al, 2020; Laplante & Neill, 2006: 119;
Tekin & Birincioglu, 2017: 29).

One of the behavioral problems in organizations is cynicism. Cynicism can be defined as
negative feelings and behaviors in general. One of the factors affecting cynicism is the
perception of justice, as perceptions of justice increase individuals' commitment to and trust
in the organization (Chiaburu, Peng, Oh, Ganks & Lomeli, 2013: 184; Dean et al., 1998).
Although there is a difference between trust and cynicism, they are related concepts.
Andersson& Bateman (1997: 451) distinguished the relationship between cynicism and trust
with the following statements, “whereas trust is a belief (or expectancy), cynicism is an
attitude consisting of an affective component (negative feelings and disillusionment) as well
as a belief (distrust)”. Mushroom management, like cynicism, is closely related to the feeling
of trust. There is a problem of trust in the managers of mushroom management due to the
lack or absence of information sharing. In other words, the mushroom management style
causes a loss of trust in employees towards their managers.

Interactional justice is about the belief a manager or leader is acting fairly. It is stated in
the studies that interactional justice is closely related to trusting the leader (Bies, 2005; Wu,
Huang, Li, & Liu, 2011). Employees trust their managers or leaders when they think they are
fair. With a leader who has adopted the mushroom management style, over time, employees
lose their trust in their managers. It can be said that mushroom management is inversely
proportional to interactional justice. That is, mushroom management destroys the
interactional sense of justice. On the other hand, it is known that cynicism is closely related to
the feeling of trust.

The effects of this management style on employees are not fully known due to the limited
number of mushroom management articles. Laplante & Neill (2006: 9) described
communication, honesty, and leadership as management patterns of mushroom
management. However, these definitions are theoretical, and applied studies have not been
done in this area yet. Although there are a small number of applied studies in the Turkish
literature. Mushroom management studies are limited by commitment (Tekin & Birincioglu;
2017), motivation (Tekin & Birincioglu, 2017), job stress (Kiilekgi et al., 2020), intention to quit
(Kulekgi et al., 2020), and job performance (Kahya & Ceylan, 2019). The concepts of cynicism,
interactional justice, and mushroom management have common points. For example, the
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fairness of the leader, honesty, leadership, the presence of trust in the workplace or trust in
the leader, participation in decisions can be listed as the common points of these three
concepts. Based on these common points, it is possible to say that these three concepts can
affect each other. We can say that in an organization where mushroom management is
applied, employees' feelings of cynicism will increase, and their feelings of interactional
justice will decrease significantly. Because trusting the leader or manager and establishing
healthy communication with him increases motivation for the employees.

The study aims to reveal the mediating role of interactional justice in the relationship
between mushroom management and cynicism by revealing the relationship between
mushroom management and cynicism, and mushroom management and interactional justice.
The results of the analysis revealed that there is a very strong relationship between
mushroom management and cynicism. It has also emerged that there is a strong negative
relationship between interactional justice and mushroom management, two concepts that
affect trust in managers or leaders. Due to the limited number of studies on mushroom
management, we think that these results contribute to the literature and will guide other
studies on mushroom management.

2. Theoretical Framework
2.1. Mushroom Management

The concept of mushroom management, which is considered new in management
literature and has not yet been fully framed. As can be understood from its name, this
metaphor has been explained by analogy with the cultivation of mushrooms. It is a concept
derived from the fact that fungi grow in the dark and dim light and therefore die when they
get sunlight (Laplante & Neill, 2006: 120). Fertilizers should also be given occasionally to
ensure the growth and survival of the mushrooms (Brown et al. 1998: 147).

The most distinctive feature of this management style is the lack of information flow to
the employees. The lack of information sharing is both its most distinctive feature and the
source of the problems arising from this management style. Employees also have limited
access to information, such as the occasional fertilization of mushrooms.

A working environment with no participation in decisions, the unilateral flow of
information, and no feedback will have some effects and can cause some behavioral issues on
employees. With a manager who has adopted a mushroom management style, employees
may feel worthless and useless. Behavioral situations such as decreased organizational
commitment, negative employee attitudes, increased cynicism, and burnout syndrome may
occur in employees exposed to mushroom management style (Bolea & Atwater, 2016: 119-
120).

There is also an insidious side to mushroom management. This management reflects a
deeper problem of trust (Bolea & Atwater, 2016: 119; Laplante & Neill, 2006: 119). According
to the results of a study conducted with 2000 employees in partnership with research firms
Geckoboad and Censuswide (2015), one out of every four employees quit due to mushroom
management. In this research, “79% say they do not trust their managers who failed to share
company data and more than %90 say they would rather hear bad company news than being
left in the dark” (Independent, 2015).

However, it may cause an increase in employee turnover rates. Studies have shown that
mushroom management causes negative feelings and related behaviors in employees. Tekin
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& Birincioglu (2017) have investigated the exposure to mushroom management style in
research assistants. Research assistants stated that they were working under a mushroom
management style and this situation had negative consequences for them. According to the
results of the research, research assistants stated that their commitment to the organization
and motivation decreased, and they had an intention to quit. Kilekgi et al. (2020) concluded
that mushroom management had a statistically significant effect on both job stress and
intention to leave. In the studies of Kahya & Ceylan (2019), it was concluded that there was a
positive increase in the working performance of mushroom management contrary to the
negative effects in the literature.

2.2. Organizational Cynicism

Cynicism is a form of organizational behavior that includes negative feelings and
behaviors. Andersson (1996: 1398) and Andersson & Bateman (1997: 451) define cynicism as
“is both a generalized and specific attitude involving frustration, hopelessness,
disillusionment, and contempt toward and distrust of a person, group, or object(s)”.

Cynicism is an issue that has been considered in different contexts. Our research concern
is about organizational cynicism that employees' feelings toward leader and organization.
Cynicism is the negative attitude of the employee towards the organization, and it expresses
disdainful and critical behavior towards the organization, with the thought that the
organization lacks integrity (Dean, Brandes, & Dhwardkar, 1998: 345).

Some situations cause this behavior to occur. People do not suddenly behave in a
negative, pessimistic, blaming, cynical, and accusatory manner for no apparent reason in the
organization they work for (Dean et al. 1998; Reichers, Wanous & Austin, 1997: 50).
Organizational cynicism stems from employees' belief that there is no ethics, justice, sincerity,
and honesty in the organization (Abraham, 2000: 269; Nafei & Kaifi, 2013: 131). Cynical
employees’ feelings are humiliation, anger, distress, disgust, shame, resentment, and
disillusionment to their organizations (Abraham, 2000: 269; Dean et al. 1998: 346; Stanley,
Meyer, & Topolnytsky, 2005: 456).

Some factors that lead to cynicism can be listed as not having a say in decision making
(Bommer, Rich & Rubin, 2005: 736), communication deficiencies, and power imbalances in
the organization. The presence of organizational cynicism is also associated with some
behavioral and attitudinal problems of employees. These are organizational commitment,
employee’s job satisfaction, job performance (Abraham, 2000; Chiaburu et al., 2013: 182;
Reichers et al. 1997; Wanous, Reichers, & Austin, 1994: 269), turnover (Tayfur et al., 2013),
labor grievances, lack of organizational citizenship behaviors (Abraham, 2000; Andersson &
Bateman, 1997; Austin, 2004: 1423), interpersonal conflict, absenteeism (Andersson, 1996:
1400), intention to leave (Abugre, 2017).

Organizational cynicism has three dimensions: cognitive, behavioral, and emotional
(affective) (Brandes & Das, 2006: 237; Dean et al. 1998: 347; Stanley et al, 2005: 452). Dean et
al. (1998: 345) explain these dimensions: “(1) a belief that the organization lacks integrity; (2)
negative affect toward the organization; and (3) tendencies to disparaging and critical
behaviors toward the organization that are consistent with these beliefs and affect.” Also,
Stanley et al (2005: 436) define cognitive cynicism “as disbelief of another’s stated or implied
motives for a decision or action”. Emotional (affective) cynicism refers to the negative
feelings the employee feels towards the organization. Negative feelings can be anger,
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distress, disgust, and even shame (Dean et al. 1998: 346). Behavioral cynicism refers to the
negative behavior of employees due to the organization's lack of honesty and sincerity.
Employees can reflect their cynical feelings as behavior (Dean et al. 1998: 346; Efeoglu & iplik,
2011: 349). They can also express these behaviors nonverbally, “such as “knowing” looks and
rolled eyes, as well as the smirks and sneers by which cynics have long been recognized”
(Brandes & Das, 2006: 240; Dean et al. 1998: 346).

Organizational cynicism and organizational trust are interrelated concepts. It can be said
that cynicism decreases or does not exist where there is organizational trust (Chiaburu et al.
2013: 183; Dean et al., 1998; Reichers et al., 1997).

Studies conducted so far on mushroom management style have revealed that mushroom
management style decreases in organizational commitment, low motivation, decrease in trust
in managers, and intention to quit. Since leadership styles directly affect employees 'emotions
and behaviors, mushroom management style will also have an impact on some of the
employees' emotions and behaviors. Studies have shown that it generally triggers negative
emotions and behavior. The limited number of studies conducted does not fully reveal the
effects of mushroom management on employees. The one-way flow of information, sharing a
limited part of the information in the organization with employees, and lack of participation
in decisions will result in a decrease in the employees' trust and sense of justice towards the
organization and the manager. Cynicism is directly related to employees' sense of justice, and
the lack of justice leads to cynicism in employees. Considering that honesty, trust, and justice
are the factors that bring about cynicism, mushroom management can also cause cynicism.
Based on this information, research hypotheses are as follows:

Hypothesis 1 (H1): Mushroom management style affects cynicism positively.
Hla: Mushroom management style affects cognitive cynicism positively.
H1b: Mushroom management style affects affective cynicism positively.
H1c: Mushroom management style affects behavioral cynicism positively.
2.3. Interactional Justice

Organizational justice refers to the perception of whether employees are treated fairly in
the organization (Greenberg, 1988). The most common classification of organizational justice:
distributive, procedural, and interactional (Bies, 2001: 93; Blodgett, Hill & Tax, 1997: 186;
Chiaburu et al., 2013: 184; Cropanzano & Molina, 2015: 380).

Interactional justice is a strong predictor of subordinates' attitudes and behaviors (Li,
Zhang, Zhang & Zhou, 2017: 226). According to Bies (2001: 93), interactional justice is “the
quality of interpersonal treatment they receive during the enactment of organizational
procedures”.

Interactional justice is the sense of justice arising from relationships between individuals
and interpersonal treatment (Cropanzano, Prehar& Chen, 2002: 326). The emotions people
feel in these relationships determine interactional justice is existing or not. Studies on
interactional justice have focused on respect, propriety, truthfulness, and justification
(Colquitt, 2012) because interactional justice is about how employees are treated (respectful
or rudely) during the conflict (Bies and Shapiro, 1987; Blodgett et al., 1997: 189; Cropanzano
& Molina, 2015: 381). When people think that they are treated with disrespect, they also
think that they are being subjected to injustice (Bies, 2001: 104).
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Interactional justice separates into two parts, interpersonal fairness, and informational
fairness. Interpersonal fairness is about the respect they receive from the other person, and
informational fairness is about whether complete information is given when making decisions
(Cropanzano, Stein & Nadisic, 2011: 18, 30). Considering that there is little or no participation
in decisions in the mushroom knowledge understanding and that the employees are given
incomplete information; it can be said that those who work under this management style lack
this sense of justice.

Interactional justice is a predictor of job performance and related to trust in the leader
(Bies, 2005: 91- 92). It has been demonstrated that interactional justice mediates the
relationship between benevolent leadership and trust in this leader (Wu et al, 2011). One of
the most important elements of interactional justice is the leader and the leader's behavior.
Leaders can earn employees' trust by being transparent in sharing information (Cartwright &
Holmes, 2006).

One of the biggest problems of mushroom management is the lack of trust in a leader. Li
(2008: 427) stated that leaders have a very important role in creating trust in organizations
and it will be easier to build trust through them. Trusting the leader also means thinking that
the leader is fair. The leader's role is important for organizational justice (Pillai, Scandura, &
Williams, 1999: 765). Studies have revealed that trust in leaders mediates the relationship
between interactional justice and employees' workplace behavior (Pillai et al.,1999; Aryee,
Budhwar, & Chen, 2002; Ertlirk, 2007; Wu et al., 2011).

Leaders 'behavior has a direct impact on employees' emotions and behaviors. Employees
have little trust in their leaders due to the lack of information sharing in mushroom
management. Since trust affects the sense of justice, a mushroom management style can also
directly affect interactional justice. Based on this information, hypothesis 2 was established as
follows.

Hypothesis 2 (H2): Mushroom management style affects interactional justice negatively.

Employees' existing beliefs of interactional justice in the organization lead to a decrease in
organizational cynicism so interactional justice is negatively related to feelings of
organizational cynicism (Bernerth, Armenakis, Field & Walker, 2007; Chiaburu et al., 2013:
184; Kwantes & Bond, 2019; Shaharruddin, Ahmad & Musa, 2016). There are multiple factors
that can lead to cynicism. Lack of ethics, justice, and honesty leads to the emergence of
cynicism and cynical feelings. On the other hand, interactional justice is a feeling that emerges
when leaders do not both provide information flow to their employees and treat them with
respect. Emotional and behavioral attitudes such as feeling insignificant, anger, anger,
insecurity, and shame may develop over time in employees who are not respected by their
leaders and whose information flow is not provided. Thus, we hypothesize:

Hypothesis 3 (H3): Interactional justice affects organizational cynicism negatively.
H3a: Interactional justice affects cognitive cynicism negatively.
H3b: Interactional justice affects affective cynicism negatively.
H3c: Interactional justice affects behavioral cynicism negatively.

There are many factors that affect the feelings, thoughts, and behaviors of employees in
the workplace. The most important of these is the leader's behavior and leadership style.
Trust in the leader and fair treatment of his employees make a difference in feelings and
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behaviors towards the leader. It is very normal for an employee to feel negative emotions if
they do not trust their leader or manager and think they are unfair. Cynicism and trust are
closely related. Studies have shown that an employee who does not trust his/her manager
behaves cynically. When defining mushroom management, we mentioned that employees are
kept in the dark. Keeping employees in the dark means giving them limited information, not
being allowed to participate in decisions, and doing their jobs with limited information. And
we stated that employees do not have a sense of trust towards the leader who adopts this
management style. We have stated that trust is the common point of these three concepts.
Therefore, the lack of trust in the leader or the manager, limited information to the
employees, and lack of participation in decisions can lead to increased cynicism and lack of
interactional justice in employees. Interactional justice is divided into two and one is
informational justice. Informational justice is about whether complete information is given
when making decisions (Cropanzano, Stein & Nadisic, 2011: 18, 30). Therefore, a person
working under a mushroom management style is expected to lack a sense of interactional
justice. In other words, mushroom management negatively affects the interactional sense of
justice. In line with these explanations, hypothesis 4 was developed:

Hypothesis 4 (H4): Interactional justice has a mediating role in the effect of mushroom
management on organizational cynicism sub-dimensions (cognitive cynicism, affective
cynicism, behavioral cynicism).

3. Methodology

General information about the method to be followed in the research and the design of
the research are presented in Table 1. The research data were obtained by using the online
survey method within a thirty-day period in November 2020.

Table 1: Research Design

Research Type Descriptor

Analysis of Research Technique Deduction

Research Population Research Assistants Working Actively in a State University
Sampling Method Easy Sampling

Research Universe 177

Sample Size 107

Method of Measurement Survey / 5-Point Likert Scale

Statistical Analysis Used Structural Equation Model (SEM)

Statistical Programs Used SPSS 22.0, AMOS 23.0

3.1. Purpose of the research

This study aims to exhibit the mediating role of interaction justice in the effect of
mushroom management on employees' perceptions of organizational cynicism. In line with
this purpose, first, the effect of the mushroom management style on organizational cynicism
will be determined. After this step, the mediating effect of the concept will be tested by
including the interactional justice in the research model.

3.2. Population and Sample

Research assistants working at a state university constitute the universe of the study.
There are many reasons for choosing research assistants in the study. It can be said that the
first staff that can be expressed as subordinates of people in managerial positions in
universities were research assistants. At state universities, research assistants are on the
academic career ladder, which often constitutes the largest group of faculty members.
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Despite being the most crowded academic group, there are no representatives in the senate,
faculty council, and faculty administrative council in the universities, who can be the voice of
research assistants. This situation causes research assistants, who will become future faculty
members, to stay away from the management process. Research assistants have a lack of
participation in decisions and cannot access sufficient information. Often, research assistants
are only expected to follow instructions given by academic managers. However, no
disclosures are made regarding the decisions taken. In our country, in the academic
community where the power distance is high, there may be deficiencies in information
sharing due to the concern of power loss and insufficient communication can be established
with research assistants. It is predicted that these expressions may affect the cynicism
perception of research assistants against the administration and the justice relationship with
the managers. Based on all these determinations, it is predicted that the organizational
variables that we have constructed in the research will have a meaningful response within the
causality relationship in the sample.

The research universe of the study consists of all research assistants working at a state
university. From the data collection stage, research assistants who were assigned long-term
assignments to other universities were excluded from the research universe. A total of 336
research assistants work actively in 17 faculties at the university, which constitutes the
research universe. The survey was started by targeting the whole number. But due to
pandemic conditions, 159 research assistants working in the faculty of medicine and training
and research hospital under severe conditions could not be surveyed and were excluded from
the research universe. Following the approval of the ethics committee, the survey link, ethics
committee permission document, and explanation text were sent to the corporate e-mail
addresses of research assistants in the research universe. At the end of a month, 107 surveys
were returned. Findings regarding the demographic characteristics of the research assistants
in the sample group are presented in Table 2.

Table 2: Distribution of the Demographic Characteristics of the Research Assistants in the

Population
F % F %
Gender Male 49 45,7 Marital Status Married 61 57
Female 58 54,3 Single 46 43
Education Graduate 6 5,6 23-30 51 47,7
Master 46 45,8 Age(years) 31-40 56 52,3
PHD 55 51,4
Length of 0-5 55 51,4
Employment(years) 6-12 52 48,6

As can be seen from Table 2, it is seen that the sample of the study has an almost
homogeneous distribution in terms of demographic characteristics and the number of female
research assistants in the sample group is more than men.

3.3. Data Collection

An online survey method was used to collect research data. The items in the survey were
prepared according to the 5-point Likert type scale. In the study, open-ended and closed-
ended survey was asked to determine the demographic characteristics (gender, marital
status, education, age, and length of employment) of the research assistants. After this part,
the scales of organizational variables were included in the survey. In the survey, the
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Mushroom Management Scale, Organizational Cynicism Scale, and Interactional Justice
Dimension of the Organizational Justice Scale were used. In this part of the research, the
general information about the scales in the survey, validity, and reliability analysis results are
given, respectively.

Mushroom Management Scale: The mushroom management scale, was developed by
Birincioglu & Tekin (2018) used to determine the perceptions of the employees on mushroom
management. The scale consists of four dimensions and 19 items. These dimensions and
number of items are inadequate information sharing (six items), the anxiety of power loss
(five items), inadequate communication (four items), and lack of participatory management
(four items). As a result of the explanatory and confirmatory factor analysis, reliability analysis
tested by the researchers, it was reported that the scale was a valid and reliable
measurement tool. Before starting the analysis of the scale in the study, the reverse-coded
expressions were reversed. Then, secondary level confirmatory factor analysis was applied to
the scale. As a result of the secondary level confirmatory factor analysis, two items from
inadequate information sharing and one item from lack of participatory management were
removed from the analysis. As a result of the analysis, it was determined that these items
were not fully understood by the respondents, so the factor loadings of the statements did
not reach a sufficient level. As a result of the confirmatory factor analysis, it was determined
that the index values of the four-factor structure of the scale have good fit values. The
goodness of fit index values for the confirmatory factor analysis were determined at the (p
<0.01) significance level as (x2/df: 1.543, RMSEA: 0.072, NFI: 0.902, CFl: 0.962, GFl: 0.861).
After the validity analysis, the scale and its sub-dimensions were subjected to reliability
analysis. Cronbach's alpha internal coefficients of consistency of the scale and its sub-
dimensions were determined as Inadequate Information Sharing: 0.848, Anxiety of Power
Loss: 0.925, Inadequate Communication: 0.851, Lack of Participatory Management: 0.837.

Interactional Justice Scale: Interactional justice is a dimension of organizational justice.
The organizational justice scale developed by Niehoff & Moorman (1993) was used in the
study to measure interactional justice. In the organizational justice scale, there are 9 items for
the measurement of the interactional justice dimension. As a result of the research
conducted by Glirbliz & Mert (2009), it was reported that the scale is a valid and reliable
measurement tool for organizational justice measurements in our country. Confirmatory
factor analysis was subjected to determine the construct validity of the interactional justice
scale. As a result of the confirmatory factor analysis, it was determined that the goodness of
fitness index values of the single-factor structure of the scale have good fit values. The
goodness of fit index values for the confirmatory factor analysis were determined at the (p
<0.01) significance level as (x2 / df: 1.659 RMSEA: 0.079, NFI: 0.973, CFI: 0.989, GFI: 0.919). As
a result of the reliability analysis, the Cronbach's alpha internal coefficient of consistency for
the interactional justice was determined as 0.981.

Organizational Cynicism Scale: Organizational cynicism was tested by Brandes,
Dharwadker & Dean’s (1999) scale. This scale is a revised version of the 14-items
organizational cynicism scale developed by Brandes (1997). The organizational cynicism scale
consists of three dimensions. These sub-dimensions and number of items are cognitive
cynicism (five items), effective cynicism (four items), behavioral cynicism (four items). The
scale is accepted as a measurement tool that is frequently used in cynicism studies. As a result
of their validation study, Karacaoglu & ince (2012) reached findings indicating that the scale is
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a powerful and sufficient measurement tool in the Turkish samples. In this study,
confirmatory factor analysis was performed to test the construct validity of the organizational
cynicism scale. As a result of the confirmatory factor analysis made based on the primary level
multi-factor model measurement, it was determined that the scale was distributed by the
three-factor structure existing in its original structure. The goodness of fit index values for the
confirmatory factor analysis were determined at the (p <0.01) significance level as x2/df:
1.644, RMSEA: 0,078, NFIl: 0,955, CFl: 0,982, GFl: 0,887. The Cronbach's alpha internal
coefficient of consistency of dimensions was determined as Cognitive Cynicism: 0.931,
Affective Cynicism: 0.985, Behavioral Cynicism: 0.965.

3.4. Research Model

In the study, after determining the validity as a result of the confirmatory factor analysis,
mushroom management was constructed in the research model at the general dimension
level and as a latent variable through secondary level factors. This situation prevents
confusion in the research model and ensures that the study has a simple and understandable
research model. The dimensions of interactional justice and organizational cynicism sub-
dimensions are constructed in the model as observed variables. Also, organizational cynicism
is included in the research model at the dimension level. As the dependent variable of the
research, it enables the determination of the effects on the dimensions of organizational
cynicism separately. The research model is shown in Figure 1.

Figure 1: Research Model
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4. Findings

In the study, before testing the structural equation model, the relationships between the
organizational variables in the research model were analyzed. Following, correlation analysis
was carried out to determine the relationships between the mushroom management style,
interactional justice, cognitive cynicism, affective cynicism, and behavioral cynicism. Statistical
values for correlation analysis are shown in Table 3.
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Table 3: Correlation Analysis of Research Variables

1 2 3 4 5
1.Mushroom Management 1
2.Interactional Justice -,823* 1
3.Cognitive Cynicism ,773%* -,699* 1
4.Affective Cynicism ,723* -,642* ,735%* 1
5.Behavioral Cynicism ,536* -,512* ,664%* ,699%* 1

* p<0,01

When we look at the data obtained from Table 3, it is seen that mushroom management
has a negative significant relationship with interactional justice (r: -, 823). And mushroom
management has positive significant relationships which are value range (r: 536 and r: 773)
with the dimensions of organizational cynicism. It is seen that there are significant negative
relationships in the value range (r: -, 512, and r: -,699) between the dimensions of
organizational cynicism and interactional justice.

In the study, the structural equation model was applied to test the research model and
the mediation effect. The reason for using the structural equation model in mediation analysis
is that the model offers a stronger infrastructure by including measurement and residual
errors in the analysis (Meydan & Sesen, 2011). Baron&Kenny (1986) state that the first
condition of mediation effect is a significant relationship to be established between
dependent and independent variables. Accordingly, before testing the research model, the
effect of mushroom management, which is the independent variable of the model, on the
dimensions of organizational cynicism, which is the dependent variable, was tested through
the structural equation model. As a result of the established structural equation model, it
was determined that the model has good fit values (x2 / df: 1.077; RMSEA: 0.027; NFI: ,982;
CFl: ,989; GFI: ,973) at the (p<0.001) significance level. According to analysis findings, it was
found that mushroom management has a significant effect of 0.82 on cognitive cynicism, 0.75
on affective cynicism, 0.56 on behavioral cynicism.

After this step, interactional justice, which is the mediator variable, was included in the
model. The research model shown in Figure 2 was tested through the structural equation
model. First, three modifications were made that increased the goodness of fit values of the
model and were theoretically significant. Afterward, the research model (final model) that
shows meaningful paths was created as a result of extracting meaningless ways one by one
from the model and repeated analysis. This model is shown in Figure 2.
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Figure 2: Research Model (Final Model)
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It was determined that the final model of the study had good fit values (x2 / df: 1.063;
RMSEA: 0.24; NFI: 0.977; CFl: 0.997; GFI: 0.964) at the significance level (p<0.001). As can be
seen in Figure 2, all paths from interactional justice to cognitive cynicism, affective cynicism,
and behavioral cynicism were found to be meaningless at (p<0.05) significance level. Apart
from this, it was determined that all the paths in the model were significant at (p<0.001)
significance level. Standardized regression weights and (p) values of significant paths in the
research model are presented in Table 4.

Table 4: Standardized Regression Weights of the Paths on the Research Model

Tested Path Standardized (p)
Estimate

Interactional Justice <--- Mushroom Management -,855 xRk

Cognitive Cynicism  <--- Mushroom Management ,817 xRk

Affective Cynicism  <-- Mushroom Management ,747 *kx

Behavioral Cynicism <--- Mushroom Management ,565 xRk

***0<0,001

5. Discussion and Conclusion

Considering the findings obtained from the data of the study, it was determined that the
mushroom management style has positive and significant effects on the cognitive cynicism,
affective cynicism, and behavioral cynicism perception of the research assistants. Hla, H1lb,
and Hlc were supported. In this case, it has been determined that the mushroom
management style applied to research assistants who will qualify as future faculty members
increase their perception of cynicism, which is a negative attitude towards their institution
rather than increasing their performance. The basis of cynicism is that the person has
negative feelings and does not trust the institution they work for. Cynicism has been accepted
as a general attitude that includes insecurity that people are trustworthy and sincere. The
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cynical individuals are defined as those who approach even the most innocent and well-
intentioned human behaviors skeptically and critically (Andersson & Bateman, 1997: 450;
Vardi & Weitz, 2004: 133).

In this respect, the mushroom management style's sub-dimensions as a lack of
participatory management, inadequate communication, and inadequate information sharing
can increase the negative feelings, feelings of trust, and skepticism of the employees. When
we look at the relationship between concepts in our research sample, if there is insufficient
communication with a research assistant with a doctoral or master education level, sufficient
information is not shared with the concern of loss of power, and the opportunity to
participate in the management is not given, the employee's negative behavior pattern
towards the institution can be predicted as an expected result.

As a result of the analysis, it was determined that the mushroom management style has a
significant negative effect on interactional justice. H2 was supported. In the fairness of
interactional, the employee expects the manager to exchange views on the consequences and
effects of a business decision. Also, employees expect justifiable reasons and reasonable and
logical explanations to be made clear to them in the decisions taken in the workplace. If
mushroom management style is dominating an organization, it can be accepted as an
inevitable result that the interactional justice, which measures the quality of the attitudes and
behaviors the employee is exposed to during the implementation of organizational
operations, is negatively affected by this management style. Research results also support
this.

In the research model, all the paths from interactional justice to organizational cynicism
dimensions were found to be meaningless. In other words, the significant effect of the
mediator variable, on the dependent variable could not be determined. According to this
situation, one of the conditions of the mediation effect that Baron and Kenny (1986) put
forward could not be provided.

Based on this result, interactional justice has no mediating role on the effect of the
mushroom management style on organizational cynicism’s sub-dimensions. H3 was not
supported. There are many studies on the negative effect of interactional justice on
organizational cynicism (Bernerth et al, 2007; Chiaburu et al., 2013: 184; Kwantes & Bond,
2019; Shaharruddin et al, 2016). At this point, our research results differ from the literature.
In the analyzes performed outside the research model, it was determined that the model
established between the dimensions of interactional justice and organizational cynicism has
significant positive effects. This situation shows that the effect of the mushroom management
style in the research model on the dimensions of organizational cynicism and interactional
justice makes the paths between the interactional justice and organizational cynicism's sub-
dimensions meaningless.

On the other hand, it has been determined that the mushroom management style has a
negative effect on the personnel's perception of interactional justice. As a result of empirical
studies, it has been revealed that both interactional injustice and cynicism have many
negative effects on the attitudes and behaviors of employees in organizations (Abraham,
2000; Abugre, 2017; Andersson & Bateman, 1997; Austin, 2004, Bernerth et al, 2007;
Chiaburu et al., 2013; Kwantes & Bond, 2019; Shaharruddin et al, 2016; Shahzad & Mahmood,
2012; Tayfur et al., 2013). In this context, various suggestions for researchers and academic
unit managers are presented based on the research findings in the study.
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Unlike other academics, research assistants do not have a say in participating in
management decisions. In the university, the research assistants' representative council
should be established, and a representative should be appointed to this council, which can
enable the research assistants to convey their problems, opinions, and thoughts to the
managers or administrative bodies of the relevant unit.

A participatory management approach should be adopted in academic units and a
participatory management style should be applied to research assistants. Research assistant
representatives should be able to attend academic or administrative meetings held in various
units of universities to speak particularly on issues concerning research assistants and present
their opinions. As academic personal with a doctorate education, they should be able to take
authority and responsibility in various units of universities.

The principles of transparency, clarity, and good governance should be conformed in
sharing information. Academic unit managers should provide research assistants with the
opportunity to reach whenever they needed. Managers should adopt a more effective and
democratic two-way communication style instead of adopting a one-way communication
process in their relations.

Academic unit managers should not see their knowledge as a source of power over
research assistants and should not use this information as a means of authority. Regular
meetings should be held with research assistants at the university and information sharing
should be avoided as academic personnel of the institution. Especially administrators should
give information about every subject that concerns research assistants.

5.1. Limitations and Future Research

The number of research conducted in the field of mushroom management, which is a new
concept in the field of organizational behavior, is limited. At this point, increasing the number
of studies and the diversity of the sample group will allow us to identify the antecedents and
consequences of the mushroom management style. The literature states that mushroom
management is an important management style for employees to perform successfully.
However, studies show that research samples consist of blue-collar workers (Kahya & Ceylan,
2019; Kilekci et al., 2020) Based on our research results, it is not possible to say that this
situation will occur for white-collar employees. In this respect, comparing blue and white-
collar employees in an enterprise operating in the private sector will enable to reveal the
context in which the concept should be handled. The study has limitations. The research was
applied to research assistants working in a state university due to time and place constraints.
For this reason, the research results cannot be generalized. This situation is the main
limitation of the study. Future research can be applied to employees operating in different
sectors. As a result of the data obtained, the results of various occupational groups can be
evaluated by comparing the sectors.
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