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Abstract In the present study, it is aimed to investigate
the relationship between the primary school teachers’
perceptions of the political skills of school administrators
and their perceptions of organizational cynicism. Within the
scope of this general purpose, it was investigated whether
there was a significant relationship between teachers’
perceptions of school administrators’ political skills and
cognitive, emotional, and behavioral cynicism. The universe
of the study is composed of teachers working in the primary
schools within the central district borders of Kocaeli
province of Turkey. 350 teachers from 21 primary schools
chosen via simple random sampling from among 54 primary
schools in Izmit district of Kocaeli province made up the
sample of this study. “Organizational Cynicism Scale”
developed by Brandes et al. (1999) and Political Skill
Inventory (PSI) developed by Ferris, Treadway et al. (2005)
was used in the present study. The study findings
demonstrate a significant positive relationship between the
teachers’ perceptions of political skills and organizational
cynicism. It was also found out that the sincerity dimension
of the school administrators’ political skills significantly
predicts cognitive, emotional, and behavioral cynicism while
the social astuteness and sincerity dimensions together have
a significant influence on emotional cynicism.

Keywords School Administrator, Political ~Skill,
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1. Introduction

Rapidly changing living conditions have necessitated
transformation from old models to new ones in the structures
of schools. This transformation occurs from hierarchical
bureaucratic designs towards more networked and flexible
designs in schools. It has also brought along some important
changes in and expectations about the roles and skills of
school administrators. Many typologies have been developed

about the fundamental and primary skills of administrators.
For example, Mann [33] developed a three dimensional
typology about administrators’  skills:  executive,
interpersonal, and technical abilities. Katz [27] defined the
conceptual skill as an important ability in the upper positions
of organizations, technical skills in lower ones, and
interpersonal skills at the bottom. Mintzberg [35], defined 10
managerial roles; Figurehead, Leadership, Liaison,
Monitoring, Disseminator, Spokesman, Entrepreneurship,
Disturbance Handler, Resource Allocator, Negotiator and
also Lau et al. [32] determined 4 main skill areas about
managerial roles: problem-solving skills (similar to the
technical skills dimension), observance and supervision
(similar to the interpersonal skills dimension), collecting
information, and planning and decision-making. Mumford et
al. [36] gathered leadership skills under 4 dimensions:
cognitive skills, interpersonal skills, professional skills, and
strategic skills. It was found out that leadership skills vary by
the nature of the job performed and the administrative level.
It was also stressed that cognitive skills are necessary on all
organizational levels while strategic skills are necessary and
important more in the upper positions of an organization.
Indicating that a four-dimensional structure plays a critical
role in the success of managers, Scullen et al. [43] used the
studies of Mann [33] and Katz [27] as the baseline in their
own study. The first of these dimensions is technical skills
which are about using special methods in one’s own
expertise area. Another dimension is managerial skills which
are about making effective plans, managing organization,
and coordination. The third dimension is interpersonal skills
which are about the ability to productively work in a team.
As for the fourth dimension (i.e. citizenship behavior), it
involves the other aspects of professional behavior such as
being loyal, cooperative, and insistent. In the research
conducted with managers in an extensive sampling by
Tonidandel et al. [46], it was found out that traditional
managerial skills are related to managerial efficiency.
However, the traditional managerial skills accounted for
15% of the variance in managerial efficiency. Thus, it was
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asserted that managerial efficiency can be explained better
by handling different aspects of managerial skills more
comprehensively.

1.1. Political Skill

Described differently from the traditional managerial
skills in literature, political skill is considered a social
astuteness measure. Thus, it is defined as the ability to use
the skill of efficiently understanding and impressing the
employees in a work place with the purpose of enhancing
employees’ individual and/or organizational targets [3].

Political skill has 4 dimensions which are (1) social
astuteness, (2) interpersonal influence, (3) networking ability,
and (4) apparent sincerity [19]. Social astuteness is about
observing the employees’ behavior and interpreting it
successfully. Interpersonal influence is about the manager’s
seeing the details in cases that cannot be noticed easily by
everyone and his/her strong ability to persuade. Networking
ability is defined as the ability of entering easily into a new
environment, making new friends, and building partnerships
in order to achieve individual and organizational goals.
Lastly, sincerity dimension refers to perception as honest,
sincere, and reliable by employees. The managers with this
ability demonstrate effective listening skills [19].

Even though political skill is similar to the interpersonal
and citizenship behavior dimensions in the previous
typologies, it has certain aspects different from them.
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Though interpersonal dimension encompasses such abilities
as getting along well with employees, relieving them, and
managing conflicts, it does not include the abilities of
networking, observing and interpreting employees, and
behaving them sincerely which are associated with political
skill. As for the citizenship behavior, it can be associated
with sincerity skills, but does not encompass the skills within
the dimensions of social astuteness, networking ability, and
interpersonal influence. It is reported in research that
political skills are related to personal characteristics such as
self-efficacy [51] extraversion [22] and job-related results
[21] such as professional success [48], [6], job satisfaction
[18], [6], team performance [3], [6], employees’ responses
[45], efficiency of the leader [15], and stress factors [34]. It
was found that leaders with high political skills have more
power to influence employees in line with organizational
aims. It is asserted that managers’ having political skills is
the most important strength in organizational environments
where uncertainty, disorder, and disturbance prevail [17].
According to research results, of Braddy and Campbell
(2014) leaders mostly prefer apparent sincerity. Also they
found that the network ability is the least dimension that
leaders prefer to use. Atay [2], figured out the classification
of research results about political skill in his research. The
classification of concepts related to political skill in
organizational level, interpersonal level and individual level
in Atays’ (2010) research is showed in Figure 1.
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Figure 1.

Classification of concepts related to political skill in organizational level, interpersonal level and individual level.
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1.2. Organizational Cynicism

The sacrifice of honesty, fairness, and sincerity for the
sake of personal interests underlies cynicism [24].
Organizational cynicism is described as the negative attitude
shown by employees towards the organization in the case
that the organizations’ process, procedure, and management
are not compatible with the interests of the employees [49],
[14]. The negative attitudes of employees’ towards the
organization they work for are characterized by hopelessness,
frustration, and distrust [4], [14].

Researchers have considered organizational cynicism a
learnt behavior which is the result of injustice and frustration
in organizational cases [14]. Also, the employee’s
experiences based on frustration lead to the emergence of
negative judgements and expectations about future cases ,
[42] For this reason, organizational cynicism might directly
affect the employees’ attitude towards the organization.

Organizational cynicism encompasses employees’
emotional reactions and behavioral tendencies in an
organization [14].. Thus, organizational cynicism can be
considered a three-dimensional attitude (cognitive,
emotional, and behavioral) developed by the employee
towards an organization. The cognitive dimension of
organizational cynicism is built on the beliefs that
individuals have about the others and thus describes the
belief that the organization is deprived of honesty and
transparency. It can be said that the individuals displaying a
cynical attitude in their organization are deprived of
organizational principles and rules, do not care about formal
procedures and show inconsistent behaviors which are full of
lies or tricks [8], [14]. All these conceptualizations reinforce
the idea that cynicism can be understood best through
cognitive ways [8]. As for the emotional dimension, it
underlines the negative feelings and emotional reactions
towards an organization such as disrespect, anger, distress,
and shame. It can be said that the feelings of disrespect,
contempt, hating the others, arrogance, frustration, and
mistrust are associated with this dimension [26]. When it
comes to the behavioral dimension, it describes negative
tendencies towards an organization. In this dimension,
employees may have the tendency to make pessimistic
predictions regarding the practices and occasions within the
organization. They may show negative attitudes and act in a
way to humiliate others [14], [31], [39]. Implicative glances
and humiliating and condemning laughter among employees
may be the examples of cynic behaviors [9]. The
organizational reasons that might lead to the emergence and
development of cynicism can be listed as follows: lack of
social support and recognition in the organization, not being
included in the decision-making process, the unbalanced
distribution of power in the organization, and lack of
communication [23], [37], [42], poor interaction between the
leader and employees [10], [11], [16] violation of the
psychological contract [25], [41], and the adoption of
organizational policies that include the behaviors serving for
their own interests rather than for truth and honesty [16].
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Also, such factors as poor communication process,
perceptions of managerial insufficiency, limited
participation in managerial decisions, role ambiguity, and
role conflict might also lead to the weakening of distributive,
procedural, and interactional justice perceptions. The
perception of injustice points to the breach of the
psychological contract [4].

When employees feel that their psychological contract is
violated (i.e. when they feel that there is a significant
difference between what they expect from their employer
and what they actually get) they might get angry with,
disappointed about, or indifferent about it. The perception of
the employee that his/her psychological contract is violated
might set the stage for a host of negative outcomes such as
anger, ambition, and revenge which might affect his/her
professional life badly [4], [47]. This situation triggers
organizational cynicism. The cynicism perceptions of
employees have a lot of negative consequences for the
organization. Some of these are the decline in organizational
commitment, low job satisfaction, and alienation [14], [1],
decrease in productivity [13], burnout [25], and resistance to
change [44].

1.3. The Relationship between Political Skills and
Organizational Cynicism

The leadership behavior shown by school administrators
might affect the organizational perceptions of teachers and
lead to a change in their feelings, thoughts, and attitudes
about the organization. In this regard, the quality of the
leadership in schools is reflected on teachers’ and students’
success. To Douglas and Ammeter [15], the power of
leaders’ political skills is a constituent of effective leadership.
Leaders with political skills know when to put forward
negative situations and are aware of the approaches which
can turn these negative situations into positive ones [16].
Treadway et al. [45] found out that the political skills of
leaders are positively correlated with organizational trust and
job satisfaction and have an effect on the organizational
support while there is a negative relationship between
political skill and organizational cynicism. Kolodinsky,
Hochwarter and Ferris [28] report that there is a relationship
between political skills and job satisfaction and job stress. In
this regard, school administrators’ having political skills
might have a positive effect on the increase of organizational
efficiency in educational organizations.

1.4. Objectives

In the present study, it is aimed to investigate the
relationship between teachers’ perceptions of the political
skills of school administrators and their perceptions of
organizational cynicism. Based on this general aim, the
answers of the following questions are sought:

1. Is there a significant relationship between teachers’
perceptions of school administrators’ political skills
and organizational cynicism?
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2. Do teachers’ perceptions of school administrators’
political skills significantly predict cognitive cynicism?
3. Do teachers’ perceptions of school administrators’
political skills significantly predict affective cynicism?
4. Do teachers’ perceptions of school administrators’
political skills significantly predict behavioral cynicism?

2. Materials and Methods

Correlational design is used to complete the process of this
study. The population is composed of teachers working at
primary schools within the Izmit district of Kocaeli. There
are 1018 teachers working at primary schools in Izmit. The
sample size of the study was determined based on Krejcie
and Morgan's [29] table for determining sample size.
According to this table recommended sample size for a
population of 1000 is 278. In this research 350 teachers
from 21 primary schools chosen via simple random sampling
from among 54 primary schools in izmit made up the
research sample.

After the incomplete and incorrectly filled forms were
removed, 338 survey forms out of 350 survey forms
administered to the participants were included in analyses.
64% of the participants in the study were female, and 36%
were male.

In order to determine the teachers’ cynicism perceptions,
the “Organizational Cynicism Scale” developed by Brandes
et al. (1999) was used in the study. The Turkish linguistic
equivalence and validity of the scale were confirmed by
Yetim and Ceylan [50]. The cognitive cynicism dimension
of the Turkish version of the Organizational Cynicism Scale
consists of 5 items, two of which are as follows “I have seen
a very little consistency between what was promised to be
done in the future and what was actually done in the school
where I work.”; “The behavior expected from teachers in the

Table 1.
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school is different from the behavior that is rewarded.” As
for the emotional cynicism dimension, there are 4 items, two
of which are as follows: “I feel concerned when I think about
the school I work in.”; “I feel tense when I think about the
school T work in.” In this study, the Cronbach’s alpha
internal consistency coefficient for the Organizational
Cynicism Scale was found to be .80. In order to determine
the teachers’ perceptions of school administrators’ political
skills, the Political Skill Inventory (PSI) developed by Ferris,
Treadway et al. [19] was used. The Turkish linguistic
equivalence and validity of PSI were confirmed fulfilled by
Atay [5]. In the Turkish version of PSI, the participants were
asked to express their opinions on a 5-point Likert-type scale
in the following arrangement: “I strongly disagree”, “I
disagree”, I partially agree”, “I agree”, “I strongly agree”.
Recent research has provided strong evidence for the PSI
construct validity (Ferris, Treadway, et al., 2005; Liu et al.,
2007) of political skill. Political skill also is associated with
income, hierarchical position, and career satisfaction
(Blickle, Schneider, Liu, & Ferris, 2014, Braddy and
Campbell, 2014, Munyon et al. 2015).

In order to carry out the PSI exploratory factor analysis,
firstly the fitness of the data for factor analysis was tested
through Kaiser-Meyer-Olkin (KMO) coefficient and
Barlett’s test. In this regard, the Kaiser-Meyer-Olkin (KMO)
coefficient was found to be 0.799 while the Barlett’s test
value was found to be 1662.361 (p<0.001). Thus, the data
were found to be fit for factor analysis [12]. In order to
determine the number of factors under which the items
included in the factor analysis fell, the eigenvalues and the
explained variance percentages were checked in the first
place. EFA results indicate that the items fell under 4 factors
having an eigenvalue higher than 1, and only one factor had
high factor loading. The total variance explained by the
factors was 59.21%. The EFA results regarding the PSI are
presented on Table 1.

PSI Exploratory Factor Analysis Results

Networking Ability

Social Astuteness

Interpersonal influence Sincerity

M1 77
M6 7123
Ml11 .670
M10 .655
M9 .643
M15 516
M5
M7
Ml6
M17
M18
M2
M3
M4
M12
M8
M13
M114

912
898
738
691
612
812
768
707
674
810
625
564
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EFA results show that the Networking Ability dimension
encompassing the establishment of connections with
important people and having a wide network of colleagues
is made up of 6 items and explains 23.692% of the total
variance. Another factor indicated in the factor analysis is
the social astuteness dimension made up of 5 items about
school administrators’ ability to analyze people and
explains 17.445% of the total variance. As for the
interpersonal influence dimension about building effective
communication and friendly relationships, it is made up of 4
items and explains 10.216% of the variance. The sincerity
dimension emphasizing sincerity in communication is made
up of 3 items and explains 7.859% of the variance. When
the correlations between the PSI dimensions were examined,
significant positive relationships were found between them.
There were also significant positive medium relationships
between social astuteness and interpersonal influence
(r = .496, p=0.00); networking ability (r =.687, p =0.05);
and sincerity (r =484, p =0.05) dimensions. Similarly, there
were significant positive medium relationships between
interpersonal influence dimension and networking ability
(r =.640, p =0.05) and sincerity (r =.290, p =0.00); and
lastly there was a significant positive medium relationship
between networking ability and sincerity dimensions
(r =491, p =0.00). The Cronbach’s alpha value for the PSI
administered to the teachers was found to be .79.

Data Analysis

SPSS 20 was used for analyzing data. Pearson’s
correlation analysis was carried out in order to determine
the relationship between the participants’ perceptions of
school administrators’ political skills and their perceptions
of organizational cynicism. Also, multilinear regression
analyses were conducted for determining the effect of the
dimensions making up the political skill on cognitive,
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affective, and behavioral cynicism.

3. Results

Before the analysis of the research data, the normality of
the distribution of the data was tested through
Kolmogoro-Smirnov test. The analysis results demonstrated
the normal distribution of the data (p>0.000). Pearson’s
correlation analysis was carried out in order to determine
whether there was a significant relationship between the
participants’ perceptions of school administrators’ political
skills and their perceptions of organizational cynicism. The
correlation matrix between the political skill dimensions
and the organizational cynicism dimensions is presented on
Table 2.

Table 2 shows that social astuteness has a significant
negative low relationship with cognitive cynicism (r = -.259;
p=.000), emotional cynicism (r = -.299; p =.000), and
behavioral cynicism (r = -.149; p =.000); interpersonal
influence has a significant negative low relationship with
cognitive cynicism (r = -.140; p=.000), emotional cynicism
(r = -.130; p=.000), and behavioral cynicism (r =- .129;
p=-000); networking ability has a significant negative low
relationship with cognitive cynicism (r = .247; p =.000),
emotional cynicism (r = -.211; p =.000), and behavioral
cynicism (r =- .184; p =.000); sincerity has a significant
negative low relationship with cognitive cynicism (r = -.376;
p =.000), emotional cynicism (r = -.325; p =.000), and
behavioral cynicism (r = -.325; p =.000). The scatter
diagram was examined in order to test the linearity of the
relationships of social astuteness, interpersonal influence,
networking ability, and sincerity with cognitive, emotional,
and behavioral cynicism. The scatter diagram indicated a
linear relationship between the variables.

Table 2. The correlation matrix between the political skill dimensions and the organizational cynicism dimensions

Social Interpersonal

Networking

Apparent

astuteness influence ability sincerity Cognitive Emotional Behavioral
Social
astuteness r !
p
e e
p .000
Ne;\’b;/i(;irtkylng r 657(*¥) .640(*%) 1
p .000 000
‘;‘r’l‘;zi’; r 484(*%) 290(*) 491(+%) 1
p 000 .000 000 .000
Cognitive r -259(**) -.140(**) =247 (%*) -376(**) 1
p 000 .000 .000 .000 .000
Emotional r -.299(**) - 130(**) -211(%%) -.325(**) 269(*%) 1
p 000 .000 .000 .000 .000 .000
Behavioral - 149(**) - 129(**) - 184(**) -253(**) 258(*%) 266(*%) 1
000 .000 .000 .000 .000 .000 .000

% p<0.01 * p<0.05
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Later, a multilinear regression analysis was carried out
regarding the effects of social astuteness, interpersonal
influence, networking ability, and sincerity dimensions on
cognitive cynicism. The analysis results are presented on
Table 3. The multilinear regression analysis carried out in
order to determine the effects of social astuteness,
interpersonal influence, networking ability, and sincerity on
the cognitive cynicism dimension of organizational
cynicism indicated a significant relationship (R= .388,
R’=.150) between social astuteness, interpersonal influence,
networking ability, and sincerity dimensions and cognitive
cynicism (F (4.333)=10.626, p<0.01).

The four dimensions together explain 15% of the total
variance in cognitive cynicism. The standardized regression
coefficients indicate that the predictor variables’ relative
order of importance for cognitive cynicism is as follows:
sincerity (B=-.317), social astuteness (f=-.084), networking
ability (f=-.055), and interpersonal influence (=-.028).

Table 3. Multilinear regression analysis results regarding the political
skill dimensions’ prediction of cognitive cynicism

Dimensions B B t P
Constant 4.292 20.353 .000**
Social astuteness -.071 -.084 -1.019 309
Interpersonal -023 028 -362 718
influence
Networking -.048 -.055 -591 555
ability
Apparent -195 S317 4483 000%*
sincerity
R=.388 R?*=.150
F (4.333)= s
10.626 p=000
#%p<0.01 * p<0.05
The significance tests of regression coefficients

demonstrate that among predictor variables, only sincerity
(p<0.01) is a significant predictor of cognitive cynicism.

A multilinear regression analysis was conducted to see
the effects of social astuteness, interpersonal influence,
networking ability, and sincerity on emotional cynicism.
The analysis results are presented on Table 4.

Table 4. Multilinear regression analysis results regarding the political
skill dimensions’ prediction of emotional cynicism

Dimensions B B t p
Constant 4.558 20.572 .000%*
Social astuteness -.190 -216 -2.595 .010*
Interpersonal 022 -.027 337 737
influence
Networking -031 -.034 -358 721
ability
Apparent -157 -245 -3.438 001%*
sincerity
R=.366 R>=.134
F (4.333)=9.258 p=.000
#% p<0.01  *p<0.05

The multilinear regression analysis carried out in order to
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demonstrate the effects of social astuteness, interpersonal
influence, networking ability, and sincerity on emotional
cynicism dimension of organizational cynicism indicated a
significant relationship (R= .366, R’= .134) between
social astuteness, interpersonal influence, networking
ability, and sincerity and emotional cynicism (F (4.333)=
9.258, p<0.01). The four dimensions together explain 13%
of the total variance in emotional cynicism.

The standardized regression coefficients indicate that the
predictor variables’ relative order of importance for
emotional cynicism is as follows: sincerity (B=-.245), social
astuteness (B=-.216), networking ability (p=-.034), and
interpersonal influence (f=-.027). The significance tests of
regression coefficients show that among the predictor
variables only sincerity (p<0.01) and social astuteness are
significant predictors of cognitive cynicism. A multilinear
regression analysis was conducted to see the effects of
political skill dimensions on behavioral cynicism. The
analysis results are presented on Table 5.

Table 5. Multilinear regression analysis results regarding the political
skill dimensions’ prediction of behavioral cynicism

Dimensions B B t P
Constant 4.247 15.901 .000**
Social astuteness .017 .016 191 .849
In;ﬁgf;zgal 029 -030  -370 712
Networking ability -.071 -.067 -.686 493
Apparent sincerity -.162 -.219 -2.948 .004%*
R=.263 R*=.069
F (4.333)=4.450 p=.000
**p<0.01 *p<0.05

The multilinear regression analysis carried out in order to
determine the effects of social astuteness, interpersonal
influence, networking ability, and sincerity on the
behavioral cynicism dimension of organizational cynicism
indicated a significant relationship (R = .263, R* = .069)
between social astuteness, interpersonal influence,
networking ability, and sincerity and behavioral cynicism
(F (4.333) = 4.450, p<0.01). The four dimensions together
explain 6% of the total variance in emotional cynicism. The
standardized regression coefficients indicate that the
predictor variables’ relative order of importance for
behavioral cynicism is as follows: sincerity (B = -.219),
social astuteness (B = -.057), networking ability (B = -.030),
interpersonal influence (B = -.016). The significance tests of
regression coefficients demonstrate that among the
predictor variables only sincerity (p<0.01) is a significant
predictor of behavioral cynicism.

4. Discussion

Political skills are a set of skills that organization members
need to be aware of and develop by accomplishing the goals
in today’s complex world and using the power ethically in
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order to impress the organization and the organization
members [30]. This set of skills is based on the ability of
managers and employees to masterfully manage their
personal relations with their colleagues, other employees,
customers, and their superiors [40]. Thus, the political skills
of administrators in educational organizations are
meaningful and important as they show how administrators
ensure the cooperation and support among employees, how
they motivate and encourage the employees to make an extra
effort, and whether or not the strategies and policies in the
organization are applied successfully.

The findings of the present study demonstrate a significant
negative relationship between political skill and
organizational cynicism. As a matter of fact, the effects of
political skills on team performance [3], leader efficiency
[15], stress factors [34] and professional outputs were
examined in previous studies, and significant results were
obtained in such studies. In addition, there are studies
showing that organizational cynicism has a negative
relationship with citizenship behavior and organizational
commitment while its relationship with alienation is positive
[1], [4]. Besides this, it is asserted by Treadway et al. [45]
that political leadership skills have an effect on the perceived
organizational support, which increases the job satisfaction
and organizational trust of employees and decreases
organizational cynicism. In consideration of the foregoing, it
can be said that the organizational loyalty of employees’ is
much higher in the organizations having a leader with
advanced political skills. The findings also demonstrate that
political skills are influential on employees’ reactions.

The study findings indicate that the sincerity dimension of
political skills has a significant relationship with emotional
and behavioral cynicism, and there is a significant
relationship between social astuteness and sincerity
dimensions and emotional cynicism. Thus, administrators’
attitudes regarding listening to their employees’ effectively,
being sincere to them, and being sensitive about them have
an effect on organizational cynicism. The study finding
demonstrating that sincerity and social astuteness (i.e. the
ability to perceive the underlying intentions behind
employees’ behaviors and to know people well) have an
effect on emotional cynicism shows the importance of
employees’ feeling that they are understood by their
managers. Considering that emotional cynicism triggers the
feelings of anger, uneasiness, and shame and reduces the
organizational trust, it can be asserted that emotional
cynicism may decrease when employees feel that their
manager understands them, allocates time to listen to them,
and behaves sincerely in this process.

5. Conclusions

The present study investigated the relationship between
the primary school teachers’ perceptions of the political
skills of school administrators and their perceptions of
organizational cynicism. The study results demonstrate a
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significant positive relationship between the teachers’
perceptions of political skills and organizational cynicism.
The results also show that sincerity, which is one of the
political skills of administrators, significantly predicts the
cognitive, emotional, and behavioral cynicism while social
astuteness and sincerity together have a significant effect on
emotional cynicism.

When the negative relationship between political skills
and cynicism perception, and political skills’ power of
predicting cynicism are considered, it can be asserted that the
steps taken for strengthening the political skills of
administrators in educational institutions will mitigate the
employees’ organizational cynicism perceptions. Ferris et al.,
[20],[21],[22] stress that political skills are improvable
abilities. In this regard, the political skills of school
administrators may be supported through trainings for
developing political skills. The arrangement of such
trainings and their effects on the organizational environment
may be focused on in future studies.

The limitation of the present study is that it deals with the
analysis of the effect of political skills only on organizational
cynicism. The relationship between managers’ political
skills and job satisfaction, team performance, and
organizational ~commitment may be investigated.
Furthermore, the relationship between political skills and
cultural values may be investigated in future studies as the
existing cultural values might have an effect on managerial
practices.
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