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Abstract
As adaptation, flexibility, change, responsiveness, and agility increasingly become
inevitable components of success; knowledge inertia stands as one of the most
essential obstacles for contemporary organizations. Given the nature of their mission,
knowledge inertia is specifically crucial for the effectiveness of educational
organizations, yet it remains as an understudied concept that necessitates further
efforts. This paper contributes to our understanding on the antecedents and the
underlying mechanisms on how these antecedents yield to knowledge inertia via an
original research model. We ran our analysis on the data from a total of 440 teachers
working in public schools. Correlation analysis and structural equation modeling was
used for testing the links between variables. Results of the path analysis indicate a
significant positive direct effect of organizational cynicism on knowledge inertia, and
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negative direct effects on occupational commitment and organizational dissent. Both
occupational commitment and organizational dissent affect knowledge inertia
negatively. Although a full mediation was not validated, findings of bootstrapping
analysis indicated significant indirect effects of organizational cynicism on
knowledge inertia through occupational commitment and organizational dissent.
Keywords: Knowledge inertia; Organizational cynicism; Occupational commitment;
Organizational dissent; Education management.

Örgütsel Sinizmin Mesleki Bağlılığın ve Örgütsel
Muhalefetin Bilgi Ataletine Etkileri
Öz
Uyum, esneklik, değişim, duyarlılık ve çeviklik giderek artan bir
şekilde başarının kaçınılmaz bileşenleri haline geldiği için; bilgi ataleti,
çağdaş örgütlerin önündeki en önemli engellerden birini
oluşturmaktadır. Misyonları göz önüne alındığında, bilgi ataleti eğitim
kuruluşlarının etkinliği için daha da önemli olmakla birlikte, konu,
üzerinde henüz yeterince çalışma yapılmamış ve daha fazla araştırma
gerektiren bir yapıdır. Bu makale, bilgi ataletinin öncülleri ve bu
öncüllerin hangi mekanizmalar aracılığı ile kavrama yol açtıkları
hakkındaki bilgimize özgün bir araştırma modeli ile katkıda
bulunmaktadır. Çalışmanın analizleri devlet okullarındaki 440
öğretmenden toplanan veriler üzerine yapılmıştır. Değişkenler
arasındaki ilişkileri incelemek üzere korelasyon analizi ve yapısal
eşitlik modeli kullanılmıştır. Yol analizi sonuçları, örgütsel sinizmin
bilgi ataleti üzerinde anlamlı ve olumlu yönde doğrudan etkisinin
olduğunu ve mesleki bağlılık ve örgütsel muhalefet üzerinde anlamlı ve
olumsuz doğrudan etkileri olduğunu göstermektedir. Hem mesleki
bağlılık hem de örgütsel muhalefet, bilgi ataletini olumsuz yönde
etkilemektedir. Tam bir arabuluculuk doğrulanmamış olmasına
rağmen, önyükleme analizinin bulguları, örgütsel sinizmin, mesleki
bağlılık ve örgütsel muhalefet yoluyla bilgi ataleti üzerinde anlamlı
dolaylı etkisinin olduğunu göstermektedir.
Anahtar Kelimeler: Bilgi ataleti; Örgütsel sinizm; Mesleki bağlılık;
Örgütsel muhalefet; Eğitim yönetimi.

Introduction
Flexibility, agility and proactivity are very crucial for the survival of
organizations in the volatile and complex environment of the contemporary
business world. The constant change in technology, customer expectations,
and information necessitate organizations to be organic and highly responsive
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to the dynamics in the internal and external environment. Only the
organizations that can sense the need for change, initiate to take action and
adapt to requirements provided by the change can succeed in today’s highly
demanding markets. As rapidly changing dynamics increasingly demand more
proactivity and agility, organizations invest considerable efforts in coping
with inertia and its possible causes. Accordingly, more scholars today
recognize the need to investigate the concept and its antecedents.
The significance of knowledge inertia is more prominent in a school
setting and education organizations since the content of the job is directly
related to information and knowledge. Renewal of the methods and systems
of teaching, updating the materials and contents with contemporary
developments and technology is crucial for the outcome of teaching efforts
and the total success of the educational organization. Cheng and Lin (2011) in
their study conducted with school teachers demonstrated the association
between teachers’ knowledge inertia and school effectiveness and
organizational learning.
Inertia, in general, manifests itself as favoring the usage of the status
quo instead of initiation for new ideas and change. Hedberg and Wolff (2003)
conceptualized organizational inertia under two dimensions, insight inertia
and action inertia. Insight inertia stands for being unable to see, understand,
or sense the need and nature of the change in the environment. Insight inertia
causes organizations to fail to scan and evaluate the changing dynamics, so
they do not perceive the need for change. On the other hand, action inertia
refers to the state where organizations are too slow to take necessary actions
and inflexible to adapt change. Similarly, Liao (2002) and Liao, Fei and Liu
(2008) explained knowledge inertia in two components. Learning inertia
refers to the inefficiency and reluctance to seek new sources of knowledge and
learn new concepts, ideas, and methods. Experience inertia stands for a state
where individuals are stuck with old methods and experiences and are passive
to engage in new ones. Experience inertia can be conceptualized as resistance
and unwillingness to search for or utilize new methods for solving problems,
instead of using the old and already experienced ones.
Although inertia has been a popular and well-established concept in
physics and organization theory, and variables that can be considered as
antonyms of the concept such as innovation, creativity, agility or flexibility
(Boyer and Robert, 2006) have been center of attention, knowledge inertia is
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a new and understudied concept that is not older than 2 decades. What we
know so far on knowledge inertia is limited with few attempts to define,
conceptualize and measure the construct followed by some quantitative
relational research models. Liao (2002) and Liao, Fei and Liu (2008)
attempted to define and set the structure of the term. Knowledge inertia was
taken into research models with the organizational fit and organizational
learning (Zhao, Wu and Wang, 2012) and innovation and commitment to
learning (Liao, Fei and Liu, 2008). The scarcity of the studies addressing the
antecedents of the knowledge inertia is even more notable. Although current
dynamics emphasize the importance of the concept for organizational success,
there are few studies addressing the antecedents of knowledge inertia and the
mechanisms underlying in the links between the concept and its antecedents.
(Gray, D'Alessandro, Johnson and Carter, 2017; Kafchehi, Zamani and
Ebrahimabadi, 2012).
In this paper, we suggest organizational cynicism, occupational
commitment, and organizational dissent as antecedents for knowledge inertia.
Specifically, the study tests the mediation model where organizational
cynicism increases organizational dissent through occupational commitment
and organizational dissent. The research model of the study remains unique,
as (to our knowledge) this is the first study that tests the mediating effects of
occupational commitment and organizational dissent on the association
between organizational cynicism and knowledge inertia. The study will
further our understanding of the antecedents and possible mechanisms on how
these antecedents link with knowledge inertia.

Theoretical Background and Hypotheses Development Effects of
Organizational Cynicism on Knowledge Inertia
Organizational cynicism is a pessimistic and skeptical form of negative
expectations and perceptions towards the organization where employees
believe the organization will fail their expectations and engage in
counterproductive behaviors with the anger and distrust they feel for the
organization (Andersson, 1996; Andersson and Bateman, 1997). The concept
has three dimensions. Cognitive cynicism manifests itself as negative thoughts
and beliefs about the organization while affective cynicism is associated with
negative emotions and feelings regarding the organization and last behavioral
cynicism is about the actions such as complaining or rumoring about the
organization (Dean, Brandes and Dharwadkar, 1998).
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One central reason for knowledge inertia is this lack of willingness to
change and self-initiating this burdensome process. Every form of change,
even to a better state, is subject to resistance. Individuals will remain in
hemostasis and need a strong motivation to bear with the burden the change
brings. Stanley, Meyer and Topolnytsky (2005) associated cynicism
positively with resistance to change. Likewise, it is logical to expect that
individuals with higher levels of cynicism will find trying new methods,
changing their routine and work habits and seeking for the better harder than
the ones with lower levels of cynicism. Bernerth, Armenakis, Feild and
Walker (2007)’s findings demonstrating a negative association between
organizational cynicism and change commitment supports the above
argument and our suggestion on the link between organizational cynicism and
inertia. Change and breaking a routine comes with uncertainty. Individuals
tend to avoid uncertainty because it creates stress. Scanning for new
approaches, going out of the comfort zone and questioning the old, needs
vigor, commitment, and tolerance for uncertainty. Without trust for
organization’s and people’s good intentions levels of uncertainty and stress
increase the energy, motivation, and commitment to change decrease.
In line with the classical Theory X and Y (McGregor, 1960),
accomplishing the tasks to a level that is in line with the standards and what is
acceptable can possibly be reached by people who have general disbelief for
human nature and organizations to be selfish, dishonest and fake, but for going
the extra mile, individuals need trust and dedication. Therefore, organizational
cynicism is a critical obstacle to the way people try new things, invest efforts
to learn and adopt new methods. Supportively, Andersson and Bateman
(1997) underline the negative association between organizational citizenship
behavior and organizational cynicism. Schilling and Kluge (2009) denote
cynicism as a barrier to organizational learning.
Creativity and inertia may consider as enemies (Mokyr, 2000). Gong
Cheung, Wang and Huang (2012) emphasize the importance of trust and
information exchange for creativity. Cynicism manifests itself with low levels
of trust and unwillingness to share information. Through definitions of
creativity and inertia concepts, these findings are supportive for the negative
link between cynicism and inertia. Supportively, Zhang, Sun, Zheng and Liu
(2019) provide evidence for the association between organizational cynicism
and creativity.
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Autonomy and assertiveness may be listed as important components for
creativity, agility and proactivity (Ekvall and Tångeberg-Andersson, 1986;
Joo, Yang and McLean, 2014). Individuals lower on autonomy and
assertiveness may cause and experience higher levels of inertia. Naus, Iterson
and Roe (2007) have provided evidence for a negative association between
cynicism and autonomy and assertiveness. Given the pattern of associations
and past evidence we hypothesize the following:
Hypothesis 1: Organizational cynicism has a significant and positive
effect on knowledge inertia.

Effects of Occupational Commitment on Knowledge Inertia
Occupational commitment can be defined as one’s willingness to
pursue and continue a career in that occupation sourcing from identification,
involvement and a fit between the characteristics of the occupation and the
individual’s expectations and values (Blau, 1985; Meyer, Allen and Smith,
1993; May, Korczynski and Frenkel, 2002). Specifically, Lee, Carswell and
Allen (2000, p.800) define the concept as the “psychological link between an
individual and his/her occupation that is based on n reaction to that
occupation”. In light of the given definitions, it may be conceptualized as a
positive attitude towards one’s occupation that prevents intention to quit or
change the career path; still, there is support for the link may be enlarged to
the feelings and intentions towards the organization (Chang, Chi and Miao,
2007).
Occupational commitment is built upon the same structure that Meyer
and Allen’s (1991) well known three-dimensional organizational commitment
construct (Meyer, Allen and Smith, 1993). The only difference is that, the third
dimension, continuance commitment is constructed as two separate factors
named as continuance commitment and accumulated costs (Blau, 2003).
The majority of the studies addressing the links between employee
commitment and organizational variables focus on organizational
commitment. The scarcity of studies on occupational commitment is notable
when compared to the ones on organizational commitment. Both occupational
and organizational commitment concepts are antecedents for critical
organizational outcomes (Turner and Chelladurai, 2005). We chose to include
an occupational commitment in our research model for several reasons. Given
the HR trends highlighting the boost in a contingency in the workforce and
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reshaping in an understanding of career concept (such as career mosaics or
portfolio careers), in case of a drawback regarding their work, employees not
only reconsider their organizations but their occupations. Increasing numbers
of people today change their occupations more frequently and perceive their
career as an inter-occupational journey. Hence the concept of “commitment
may be shifting from the organization to one’s occupation” (Blau, 2003,
p.469).
Another reason we chose occupational commitment instead of
organizational commitment is the characteristics of our sample conveys. For
teachers, the nature of the career differs from average employees as it is harder
to change organizations when they have intention to quit. The majority of the
teachers we responded for our surveys were working in public schools. This
makes changing organizations (schools) even harder. An intention to quit has
more possibility to result in a change in occupation and yield to high numbers
of teachers changing their careers (Richardson and Watt, 2005). Attitudes
towards the organization may yield to and even be perceived as attitudes
towards the occupations. Chang (1999) provided evidence for the significant
links between career commitment, turnover intention, and organizational
commitment.
We extend on the above ideas to argue that occupational commitment
may be a key determinant of organizational outcomes. There is numerous
empirical evidence for significant spillover of employees’ attitudes towards
their organization on their attitudes toward their occupation and vice-versa
(e.g. Klassen and Chiu, 2011; McCarthy, Lambert and Reiser, 2014).
Occupational commitment can be an antecedent as well as an outcome of
critical organizational variables. Goulet and Singh (2002) provided evidence
for the significant associations between organizational commitment, job
involvement, job satisfaction and occupational commitment. Occupational
commitment predicts discretionary work behavior and overall job satisfaction
stronger than organizational commitment (May, Korczynski and Frenkel,
2002). Knowledge inertia can be considered conceptually opposite to
discretionary work behavior as the former manifests itself as being passive
while the latter is about being active and self-initiated. This is consistent with
our suggestion on the negative link between organizational commitment and
knowledge inertia. Theoretical links between occupational commitment and
behaviors indicating knowledge inertia may be found in the integrated model
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of commitment described by Meyer, Becker and Vandenberghe (2004). When
employees lack occupational commitment, they do not have the need and
motivation to invest their efforts in learning new things or trying innovative
ways to enhance their skills and performance on that occupation. Instead, they
have a tendency to do the minimum and keep up with the familiar. Building
on these, we suggest a negative link between occupational commitment and
knowledge inertia.
The positive association of intention to quit with organizational
cynicism (Barnes, 2010) can be enlarged to occupational commitment
(Klassen and Chiu, 2011). Employees who intend to leave their organizations
are likely to decrease their involvement with the goals of the organization as
well as the goals for their professional growth in that occupation. This in turn
yields to inertia. Individuals who are not seeing themselves in the same career
path for the future would decrease their involvement in their jobs, which
would cause significant changes in their work-related behaviors. One of the
most powerful motivators for most employees is progressing through their
careers. If the motivation for climbing the ladders in the career journey is taken
out of the equation, one of the most powerful sources for trying for the better
also becomes excluded.
H2: Occupational commitment has a significant and negative effect on
knowledge inertia.

Effects of Organizational Dissent on Knowledge Inertia
Organizational dissent is about the expression of opposition and
contradiction with the organization. Employees come across various practices
or decisions of their organizations that they do not agree with. One possible
reaction to those contradictions is to remain silent. Other is expressing the
opposition actively or passively. Organizational dissent occurs when
employees express their contradiction with the ideas, decisions, policies, or
practices of the organization (Kassing, 1997, 2008). These expressions play
an important role in criticizing, rethinking, and questioning the status quo and
old methods that have been used. Hence, dissenting behaviors open doors for
creativity and decrease inertia. Past research also provides evidence to support
our suggestion on the link between organizational dissent and knowledge
inertia. Employee voice yields to innovation while silence enhances
conformity and lack of responsibility (Gambarotto and Cammozzo, 2010).
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H3: Organizational dissent has a significant and negative effect on
knowledge inertia.

Effects of Organizational Cynicism on Organizational Dissent and
Occupational Commitment
In their qualitative study, Mantere and Martinsuo (2001) present dissent
as a form of expression of cynicism. In contrast, Naus, Iterson and Roe (2007)
provided evidence for the distinctiveness of two concepts. Turgut and Arun
(2016) provide evidence for the negative link between organizational
cynicism and organizational dissent.
Individual factors, as well as organizational aspects, affect the nature
and amount of dissent employees demonstrate (Kassing, 1997). How
organizations value, reward or punish dissent is crucial to the emergence of
dissenting behaviors. However, how employees perceive such outcomes and
shape their expectations are up to the individual. The outcomes of
organizational dissent change in accordance with to approach and reactions of
the organization towards dissent. Organizational dissent can be utilized as a
contribution to participative climate and employee identification with the
organization (Kassing, 1997, p.311). It can also be observed as a
counterproductive behavior (Kassing, 1997). Employees manage their
behaviors in accordance with their perceptions of the expected reaction from
the organization. Higher levels of organizational cynicism shape these
perceptions and expectations in a pessimistic and skeptic way. Hence,
employees experiencing higher levels of organizational cynicism demonstrate
fewer dissenting behaviors.
Speaking up one’s mind freely and confidently fundamentally
necessitates high levels of trust. Employees need to be sure about the
outcomes of their dissenting behavior will be positive and the organization
will be sportive (Graham, 1986). Hence, by definition and with empirical
evidence (e.g. Thompson, et al., 2000), individuals with higher levels of
cynicism will have lower levels of trust for others and the organization and
they will engage in less dissenting behavior. Research linking organizational
silence with organizational cynicism (e.g. Nartgün and Kartal, 2013) supports
our proposition for the link between organizational dissent and organizational
cynicism.
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The stream of research on organizational dissent is predominantly
devoted to conceptually related constructs such as organizational silence and
voice behavior. Organizational silence can be considered as an antithetically
related construct with organizational dissent. Lack of organizational dissent is
a form of describing organizational silence. Numerous studies addressing the
link between organizational silence and organizational cynicism demonstrate
a positive association between two concepts in the Turkish context (e.g.
Erdoğdu, 2018; Karacaoğlu and Küçükköylü, 2015). Negative outcomes of
organizational cynicism can act as another cause for a decreased level of
organizational dissent. Avtgis, Thomas-Maddox, Taylor and Patterson
(2007)’s findings demonstrating a negative link between burnout and
organizational dissent are supportive of our proposition on organizational
cynicism and organizational dissent.
No direct empirical evidence has been provided yet on the relationship
between organizational cynicism and occupational commitment. Feldman
(2000) suggests that cynicism changes the nature of a career in organizations
as employees create psychological contracts for shorter terms. Employees who
are skeptical and pessimistic about their organizations do not engage in long
term plans.
Arora and Rangnekar (2015) provided evidence for the positive
relationship between conscientiousness, agreeableness, and occupational
commitment. The same personality dimensions were found to be negatively
linked with organizational cynicism in a study conducted among teachers
working in Turkey (Acaray and Yıldırım, 2017).
H4: Organizational cynicism has a significant and negative effect on
organizational dissent.
H5: Organizational cynicism has a significant and negative effect on
occupational commitment.

Indirect Effects of Organizational Cynicism on Knowledge Inertia
There is empirical evidence for linking cynicism with decreased selfesteem (Fleming, 2005) which is an important ingredient for voice, career
commitment, creativity, proactivity, and self-initiated change. Employees
high on cynicism care less about the effects of their behaviors on others and
the organization. They tend to have low levels of energy and dedication to
speak their minds or invest in their occupations. This, in turn, yields to the
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negligence of new knowledge and methods in the organization. This is in line
with the findings of Naus, Iterson and Roe (2007) which suggest a positive
link between cynicism and neglect and a negative one with the voice.
The expectancy theory of motivation suggests that if individuals believe
their efforts will not create an outcome they just stop trying. In line with the
expectancy theory, employees keep their efforts and voices to themselves
when they expect no positive change that will result from that form of dissent
(Milliken, Morrison and Hewlin, 2003). Similarly, when employees are high
on organizational cynicism, they create negative attitudes regarding distrust
and pessimist expectations about how things will evolve in the organizations
and their careers hence they are less likely to engage in dissenting behavior
and invest in their careers. In turn, they will find no reason and energy for
investing their efforts in scanning and adapting new methods or questioning
the old ones.
Past research demonstrating that organizational cynicism results in
increased levels of counterproductive work behavior, lower levels of
organizational citizenship behavior and compliance (James, 2005) is
supportive of our suggestions on the links between organizational cynicism,
dissent, and knowledge inertia. In both cases, higher levels of cynicism yield
to a picture where individuals comply with the status quo and standards and
do not engage in extra-role behavior. Given the pattern of theoretical links and
supportive evidence on the associations among variables of the study we
hypothesize the following:
H6: Organizational cynicism has a significant and positive indirect
effect on knowledge inertia thorough decreased occupational commitment and
organizational dissent.

Method
Research Model
This research aims to determine whether teachers' organizational
cynicism affects their levels of knowledge inertia both directly and through
organizational dissent and occupational commitment. Given the pattern of
evidence in the literature and aforementioned theoretical underpinnings the
research model of the study (Figure 1) depicts knowledge inertia as an
antecedent of the organizational cynicism and addresses its direct effects and
indirect effect through occupational commitment and organizational dissent
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on the concept.
For this purpose, we used the relational survey model. According to
Salkind (2003), the relational survey model is proper for determining the
variations among variables and the impact of the independent variable on the
dependent variable. In order to test the proposed model and set the
associations between study variables we utilized structural equation modeling,
correlation and regression analysis. Structural equation models (SEM) test
theoretical models that explain the relationships between variables (Hu and
Bentler, 1998). Bootstrapping analysis was used to test the significance of
indirect effects. We used confirmatory factor analysis and reliability analysis
to test the fit and reliabilities of the scales.
Occupational
commitment
d

a

Organization
Cynicism

Knowledge
inertia

c
b

e

Organizational
dissent

Figure 1. Research Model

Population and Sample
The study was conducted with 440 teachers working in public schools
in Istanbul. Schermelleh-Engel, Moosbrugger and Müller (2003) stated that
400 or more samples were sufficient for maximum likelihood estimation
method in structural equation modeling studies. Demographic information of
the sample is given in Table 1.
The sample of this research consisted of 287 female teachers and 153
male teachers. Descriptive statistics depict that 91 of the teachers were 30
years old and younger (20.7%), 173 of them were in the 31-40 age range
(39.3%), 126 of them are in the 41-50 age range (28.6%) and 50 of them are
51 years old and older. Approximately three-quarters of teachers had
undergraduate education. Most teachers had seniority of 16-20 years. One
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hundred forty four (32.7%) of the participating teachers work in primary
schools, 214 (48.6%) in secondary schools and 82 (18.6%) in high schools.
Table 1. Descriptive Statistics for the Sample
Variable
Gender
Age

Education
Professional
seniority

Tenured school
level

Category
Female
Male
30 years and under
31-40 years
41-50 years
51 years and older
Undergraduate
Postgraduate
5 years and under
6-10 years
11-15 years
16-20 years
21 years and above
Primary school
Middle School
High school

f
287
153
91
173
126
50
382
58
75
77
99
103
86
144
214
82

%
65.2
34.8
20.7
39.3
28.6
11.4
86.8
13.2
17.0
17.5
22.5
23.4
19.5
32.7
48.6
18.6

Data Collection Tools
Organizational Cynicism Scale
The Organizational Cynicism Scale was developed by Brandes (1997)
and updated by Brandes, Dharwadkar and Dean (1999) in order to determine
the negative attitudes of the participants towards their organization. The scale
was adapted to Turkish by Kalağan (2009). Organizational cynicism scale
measures three dimensions: cognitive, affective, and behavioral, and consists
of 13 items. Kasalak and Aksu (2014) calculated high (.86-.94) reliability
coefficients for the entire scale and its sub-dimensions.
Occupational Commitment Scale
The Occupational Commitment Scale (OCB), developed by Blau
(2003), is a 24-item measurement tool that evaluates the commitment
developed by individuals for their professions in four different dimensions:
emotional commitment, normative commitment, accumulated costs and
limitation of alternatives. Utkan and Kırdök (2018) adapted scale to Turkish.
In the scale, only four items in the sub-dimension of the limitation of
alternatives (19, 20, 21, 22) are reverse scored. High scores obtained from the
scale indicates high occupational commitment. Utkan and Kırdök (2018)
provided high reliability scores for the scale and the subscales ranging
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between .83-.95.
Organizational Dissent Scale
The 24-item Organizational Dissent Scale developed by Kassing (1998)
consists of three dimensions: displaced dissent, latent dissent and articulated
dissent. The scale was adapted to Turkish by Ergün and Çelik (2018) and items
1, 4, 13, 14, 15, 18 and 20 were excluded from the process of adaptation
analyzes. Items 2, 3, 4, 6, 8, 10 and 14 are reverse scored. Ergün and Çelik
(2018) reported high Cronbach Alpha scores for the dimensions of the scale
ranging from .959 to 969.
Knowledge Inertia Scale
The scale was developed by Liao, Fei, and Liu, (2008) and adapted to
Turkish by Çankaya (2010). The scale consists of 14 items and 2 subscales:
Learning inertia and Experience inertia. Items 1, 6 and 8 are reverse scored.
Çankaya (2010) calculated high reliability scores for the subscales (.70 and
.84).

Analysis of Data
First, means, standard deviations, kurtosis and skewness values and
reliability coefficients for normality of the variables were calculated
Table 2. Descriptive Statistics for the Scales Used in the Study
1.
2.
3.
4.

Knowledge Inertia
Organizational Dissent
Organization Cynicism
Occupational Commitment

M

SD

Skewness

Kurtosis

Cronbach
Alpha (α)

2.585
3.161
1.961
3.535

.405
.349
.611
.626

-.300
.356
.200
-.003

-.424
-.277
-.700
-.380

.607
.709
.901
.886

The scales indicated adequate and high reliabilities and the data showed
normal distribution. A mediation test was used to test the research model. The
mediation test, one of the structural equation models (SEM), was used to test
the hypothesis of the research model. AMOS 25 was used to run the analysis.
The mediating roles of the variables can be analyzed through various methods.
In this research, the mediation model of Baron and Kenny (1986) was used.
Three conditions are proposed for mediation testing: “In order to perform
mediation test, (i) independent variable must affect dependent and mediator
variable; (ii) the mediating variable must affect the dependent variable. (iii)
When the independent variable and the mediator variable are included in the
analysis, the effect of the independent variable on the dependent variable must
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be “0” zero or decrease.” The mediator variable can be said to be strong when
it approaches zero or if there is a significant decrease (Baron and Kenny,
1986). In order to fulfill the conditions of the mediation test, the relationships
between the mediator and dependent variables of the independent variable and
the effect of the independent variable on the mediator and dependent variables
were calculated, respectively.
Organization cynicism

a

Occupational
commitment

Organization cynicism

b

Organizational
dissent

Organization cynicism

c

Knowledge inertia

Occupational
commitment

d

Knowledge inertia

Occupational dissent

e

Knowledge inertia

Figure 2. Analysis Stages of the Model
When analyzing the data, the steps given in Figure 2 were followed.
The effect of organizational cynicism on occupational commitment (path a),
organizational dissent (path b) and knowledge inertia (path c); the effect of
occupational commitment on knowledge inertia (path d); The effect of
organizational dissent on knowledge inertia (path e) was determined. Finally,
the mediation role of occupational commitment and organizational dissent
was tested in the relationship between organizational cynicism and knowledge
inertia given in research model (Figure 1).
According to the research model of the study, organizational cynicism
influences knowledge inertia both directly and indirectly through occupational
commitment and organizational dissent. Chi square (χ²), df (Degrees of
freedom), χ²/df ratio, GFI (Goodness-of-fit index), AGFI (Adjusted)
Goodness-of-fit index, TLI (Tucker-Lewis index), RMR (Root mean square
residuals), SRMR (Standardized root mean square residual), NFI (Normed fit
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index), CFI (Comparative fit index), RMSEA (Root mean square error of
approximation) values are recommended to be examined (Hu and Bentler,
1999; Jöreskog, 2004). The research model was assessed according to the fit
indices given in Table 3.
Tablo 3. Fit Indexes for Proposed Models in the Study
Index of fit
Perfect Fit
Adequate Fit
χ2
df
p
χ2/df
RMR
SRMR
GFI
AGFI
NFI
TLI
CFI
RMSEA

0≤χ2≤3
Degree of freedom
p<.01
0≤χ2/df≤3
0<RMR≤0.5
0<SRMR≤0.5
0.95≤GFI≤1.00
0.90≤AGFI≤1.00
0.95≤NFI≤1.00
0.95≤TLI≤1.00
0.95≤CFI≤1.00
0≤RMSEA≤0.05

3≤ χ2≤5
p<.05
3≤ χ2/df≤5
0,5< RMR < 1
0.5<SRMR≤0.8
0.90≤GFI≤0.95
0.85≤AGFI≤0.90
0.90≤NFI≤0.95
0.90≤TLI≤0.95
0.90≤CFI≤0.95
0.05≤RMSEA≤0.08

Source: Bentler and Bonett (1980); Byrne, Shavelson and Muthen (1989); Hu and Bentler (1999); Kline (2011);
Maydeu-Olivares and Garcı’a-Forero (2010); Schermelleh-Engel, Moosbrugger and Müller (2003); Schumacker
and Lomax (2010); Tabachnick and Fidell (2007).

Results
In order to test the theoretical model, the correlation coefficients
between the variables were calculated.
Table 4. Means, Standard Deviations, and Correlations among the Study
Variables
1. Knowledge Inertia
2. Organizational Dissent
3. Organization Cynicism
4. Occupational Commitments

M
2.585
3.161
1.961
3.535

SD
1
.405
1
.349 -.320**
.611 .266**
.626 -.305**

2

3

4

1
-.095*
.074

1
-.307**

1

*p<.05, p<.01, N=440

Table 4 depicts that there are moderate and negative relationships
between knowledge inertia and organizational dissent (r=-.320; p<.01) and
occupational commitment (r=-.305; p<.01), and there is a positive relationship
between knowledge inertia and organizational cynicism (r=.266; p<.01).
While there is a negative relationship between organizational cynicism and
organizational dissent (r=-.095; p<.05), there is no significant relationship
between organizational dissent and occupational commitment (r=.074;
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p>.05). Findings revealed that there is a negative relationship between
organizational cynicism and occupational commitment (r=-.307). In other
words, the results of the correlation analysis produced supportive evidence for
the proposed model. Primarily, the effect of organizational cynicism on
knowledge inertia was calculated.
Organization Cynicism

d=.27; p<.01

Knowledge inertia

Figure 3. The Effect of Organizational Cynicism on Knowledge Inertia
Figure 3 shows that organizational cynicism significantly affects
knowledge inertia. Organizational dissent and occupational commitment
variables were added to the model as mediator variables and the model was
tested again.

D

Occupational
Commitment

1
-.3
3=

.01
p<
;
1
=-3

T3
Organization
Cynicism

D2 =

D4

=-.
23
T2 =
-.23
; p<
01

T1=.27, p<.01; D1=.17, p<.01; I1=.10, p<.01

T2 =
-.09
; p<
.05

-.09

Organizational
Dissent

Knowledge
Inertia

.01
p<
;
9
-.2
T 4=
-.29
D5=

*p<.05, **p<.01. (2-tailed). T: Total effect; D: Direct effect, I: Indirect effect

Figure 4. Model with Organization Cynicism as the Independent Variable
Figure 4 shows that organizational cynicism affects knowledge inertia
both directly (β=.17; p<.01) and indirectly (β=.10; p<.01) through
organizational dissent and occupational commitment (total effect, β=.27;
p<.01). Organizational cynicism also has a significant direct effect on
organizational dissent (β=-.09; p<01) and occupational commitment (β=-.31;
p<.01). Organizational dissent has a significant direct effect (β=-.29; p>.01)
on knowledge inertia. Occupational commitment has a significant direct effect
(β=-.23; p<.01) on knowledge inertia. Further, results indicate that
occupational commitment and organizational dissent are partial mediators in
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the relationship between organizational cynicism and knowledge inertia, and
organizational cynicism has a significant indirect effect on knowledge inertia
through organizational dissent and occupational commitment. Results of
bootstrapping analysis indicate a significant indirect effect (point
estimate=0.1, p<0.01). Values regarding the total, direct and indirect effects
among the variables are given in Table 5.
Table 5. Direct, Indirect and Total Effects between variables
Organizational cynicism --> knowledge inertia
Organizational cynicism --> organizational dissent
Organizational cynicism --> occupational commitment
Organizational dissent --> knowledge inertia
Occupational commitment --> knowledge inertia

Total
Effect
.266
-.095
-.307
-.288
-.233

Direct Indirect
Effect Effect
.168
.099
-.095
.000
-.307
.000
-.288
.000
-.233
.000

In order to evaluate the model, the fit indices (Table 6) were examined.
TLI
.1.00
Perfect Fit

CFI
1.0

RMSEA
.000
Perfect Fit

AGFI
.989

Perfect Fit

GFI
.999

Perfect Fit

SRMR
.015

Perfect Fit

RMR
.003

Perfect Fit

χ²/df
.996

Perfect Fit

p
.318

Perfect Fit

df
1

Perfect Fit

Values

χ²
.996

Perfect Fit

Model

Perfect Fit

Table 6. Fit Indexes for Proposed Models in the Study

χ²=Chi-square; df=degree of freedom; p<.05; RMR=Root mean square residuals; SRMR=Standardized root mean
square residual; GFI=Goodness-of-fit index; AGFI=Adjusted goodness-of-fit index; TLI=Turker-Lewis Index;
CFI=Comparative Fit Index; RMSEA=Root mean square error of approximation.

Fit indexes of the tested theoretical model confirm the validity of the
model. However, the results of the regression analysis regarding the prediction
of knowledge inertia through organizational cynicism, organizational dissent
and occupational commitment are given in Table 7.
Table 7. Regression Analysis Regarding the Prediction of Knowledge Inertia
Independent Variables

Dependent
Variable

Constant
Organization Cynicism
Knowledge
Inertia
Organizational Dissent
Occupational Commitment
R=.455; R2=.207; F=37.879; p<.000

B
3949
.111
-.332
-.150

Std.
Error.
.206
.030
.050
.029

(β)

t

p

.167
-.287
-.232

19.168
3.721
-6.683
-5.173

.000
.000
.000
.000

Findings depicted on Table 6 demonstrate that organizational cynicism
and organizational dissent and occupational commitment significantly predict
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knowledge inertia (R=.455; R2=.207; F=37.879; p<.000). Organizational
cynicism and organizational dissent and occupational commitment together
explain 21% of the total variance in knowledge inertia. While organizational
cynicism affects knowledge inertia positively, organizational dissent and
occupational commitment affect negatively. While organizational cynicism
increases knowledge inertia, it reduces organizational dissent and
occupational commitment.

Discussion
Inertia, specifically knowledge inertia, increasingly becomes a center
of attention with the efforts for adaptability, flexibility and agility that the
rapid change, current trends and dynamics demand. Practitioners as well as
academicians realize the importance of the concept and necessity for
understanding the antecedents and mechanisms how those antecedents work
for creating or avoiding inertia. Given the scarcity of the research addressing
this necessity, current study suggests organizational cynicism, occupational
commitment and organizational dissent as antecedents for knowledge inertia.
Specifically, study tests the mediation role of occupational commitment and
organizational dissent in the relationship between organizational cynicism and
knowledge inertia. We suggest that through decreasing occupational
commitment and dissenting behavior, organizational cynicism increase
knowledge inertia.
Findings from path analysis support the hypothesis of the research as
they demonstrate that organizational cynicism has a significant positive direct
effect of on knowledge inertia. Occupational commitment and organizational
dissent also affect knowledge inertia significantly. A partial mediation is
validated as findings of bootstrapping analysis indicate significant indirect
effects of organizational cynicism on knowledge inertia through occupational
commitment and organizational dissent.
The scarcity of the studies addressing the variables of the research
model directly makes it difficult to compare our findings with other findings
in the literature. Thus, we used conceptually relevant, similar or opposite
concepts to support our hypothesis and results. Our findings are in line with
Farjam et al. (2018)’s findings associating organizational cynicism,
occupational burnout and organizational silence significantly. Findings
depicting a negative association between organizational cynicism and change
commitment (Bernerth, Armenakis, Feild and Walker, 2007) and a negative
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one with organizational citizenship behavior (Andersson and Bateman; 1997)
and organizational learning (Schilling and Kluge, 2009) are consistent with
our findings linking organizational cynicism and knowledge inertia positively.
Naus, Iterson and Roe (2007)’s findings suggesting a negative link between
voice behavior and cynicism and a positive one with neglect and cynicism are
coherent with our results.
Findings of the study provide valuable information and suggestions for
practitioners and researchers. To cope with knowledge inertia in the
organizations, leaders should consider organizational cynicism as an
important antecedent and understand the mechanisms that may link the
concepts. Human resources management practices and leadership efforts
enhancing the occupational commitment and organizational dissent can be
adapted for mitigating knowledge inertia. Theory and meta analysis on the
antecedent of cynicism include employees’ perceptions on organizational
justice and organizational support (Chiaburu et al., 2013). Management
practices enhancing such dynamics that are built on the awareness that
cynicism decrease occupational commitment and organizational dissent and
increase knowledge inertia can yield to higher innovation and participation to
decision making.
The study contributes to existing knowledge on the knowledge inertia
by providing information and evidence on the antecedents and possible
mediating mechanisms for knowledge inertia. Readers should acknowledge
that the sample of this study consist of teachers and school environments that
provide a unique climate for knowledge inertia and its antecedents. Research
on other contexts may better test the generalizability of the findings for other
organizations. Further research on other possible mediator or moderator
variables may help to better elucidate the organizational and individuals’
mechanisms through which cynicism affects knowledge inertia.
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