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Abstract 

This study aims to determine the effect of emotional intelligence and cynicism on 

employee performance at the Health Office Sungai Penuh City in Sungai Penuh City both 

partially and simultaneously and the effect is large. The sample of this research is the Civil 

Servants at the Health Office Sungai Penuh City in Sungai Penuh City is 31 people. Testing of 

the research instrument was carried out on 31 Civil Servants at the Health Office Sungai Penuh 

City. Collecting data using the questionnaire method. The data analysis tools used are 

Descriptive Analysis, Multiple Linear Regression, and Coefficient of Determination and the 

hypothesis tests used are the t-test and F test. The results of this study show Emotional 

Intelligence has a significant effect on employee performance at the Kumun Debai sub-district 

office, this is evidenced by the t count > t table (2.505 > 2.11991) and the magnitude of the effect 

is 28.6%. Cynicism has no significant effect on employee performance at the Kumun Debai sub-

district office, this is evidenced by t count < t table (-1.046 < 2.11991) and the magnitude of the 

effect is only 1.1%. Simultaneously there is a significant influence between Emotional 

Intelligence and Cynicism on Employee Performance at the Health Office Sungai Penuh City, 

This can be proven by F count > F table (F count > F table (7,777 > 3,24) and the magnitude of 

the effect is 59.3 %, while the remaining 40.7% is explained by other causal factors not 

examined in this study. 
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INTRODUCTION 

Emotional intelligence, often referred to as EQ, is the ability to recognize, understand, 

and manage our own emotions as well as those of others. In the workplace, individuals with 

high emotional intelligence can navigate complex social situations, communicate effectively, 
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and build strong relationships with colleagues (Taibolatov et al. 2025). However, in recent 

years, there has been a growing concern about the prevalence of cynicism in the workplace 

and its impact on organizational culture and employee well-being. Cynicism, characterized 

by a distrust of others' motives and a negative outlook on work and life, can undermine the 

positive effects of emotional intelligence and create a toxic work environment (Lopes, 

Soares, and Palma-Moreira 2025).  This toxic work environment can lead to decreased 

morale, increased turnover rates, and a lack of trust among team members. Leaders need to 

address and combat cynicism in the workplace by promoting open communication, fostering 

a positive work culture, and providing support for employees to develop their emotional 

intelligence skills (Schindler 2024). By creating a more positive and supportive work 

environment, organizations can harness the benefits of emotional intelligence and improve 

overall employee well-being and productivity. 

Additionally, addressing cynicism in the workplace can also improve team 

collaboration and effectiveness. When team members trust each other and feel supported 

by their leaders, they are more likely to work together cohesively towards common goals 

(Abts et al. 2024). This sense of unity can lead to increased innovation, problem-solving, and 

overall job satisfaction. By actively working to combat cynicism, leaders can create a more 

harmonious and productive work environment for their employees. Ultimately, fostering a 

positive and supportive workplace culture is essential for maintaining a motivated and 

engaged team. When employees feel valued and respected, they are more likely to go above 

and beyond in their roles. By promoting a culture of trust and mutual respect, leaders can 

cultivate a collaborative atmosphere where ideas are freely shared and innovation thrives. 

In turn, this can lead to higher levels of employee satisfaction, retention, and ultimately, 

business success. By prioritizing emotional intelligence and addressing cynicism, leaders 

can create a workplace where employees feel empowered and motivated to achieve their 

best. When leaders actively listen to their team members and show empathy toward their 

concerns, it can foster a sense of belonging and loyalty within the organization (Popescu, 

Baruh, and Sudhakar 2024). This, in turn, can lead to increased productivity and creativity 

as employees feel supported and valued in their roles. By recognizing and addressing any 

negative attitudes or behaviours within the team, leaders can create a positive work 

environment where everyone feels motivated to contribute their best work. Ultimately, 

investing in emotional intelligence and promoting a culture of respect can result in a more 

cohesive and successful team dynamic. 

Emotional intelligence can be defined as the ability to recognize, understand, and 

manage one's own emotions as well as the emotions of others(Berrios-Martos and Palomera 

2025). When it comes to employee performance, emotional intelligence has been found to 
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play a crucial role in fostering positive relationships, effective communication, and overall 

job satisfaction. In contrast, high levels of cynicism can lead to decreased motivation, 

productivity, and ultimately, poor performance in the workplace. To create a positive work 

environment and improve overall performance, employers need to encourage the 

development of emotional intelligence among their employees (Supriadi and Sefnedi 2017). 

By fostering empathy, self-awareness, and strong interpersonal skills, employees can build 

better relationships with their colleagues and contribute to a more cohesive and productive 

team (Agina et al. 2023). On the other hand, addressing and minimizing cynicism in the 

workplace is also crucial for maintaining high levels of motivation and engagement. This can 

be achieved through promoting transparency, open communication, and a culture of trust 

within the organization. Ultimately, by prioritizing emotional intelligence and reducing 

cynicism, employers can support their employees in achieving their full potential and 

driving success for the company as a whole. 

Emotional intelligence plays a crucial role in shaping the dynamics of workplace 

relationships and fostering a positive work culture. By recognizing and understanding their 

own emotions and those of others, leaders can effectively navigate conflicts, build trust, and 

inspire their teams to perform at their best (Doan et al. 2025). However, in a work 

environment characterized by cynicism and mistrust, the benefits of emotional intelligence 

may be undermined. Employees who feel disconnected or undervalued are less likely to 

engage with their work and may become disengaged or even actively resistant. Thus, the 

relationship between emotional intelligence, cynicism, and employee performance is a 

complex and multifaceted one that requires careful attention and consideration. Leaders 

who possess high emotional intelligence can recognize and address any underlying issues of 

cynicism and mistrust within their team. By fostering open communication and actively 

listening to their employees' concerns, leaders can work towards creating a more positive 

and supportive work environment  (Winston and Hartsfield 2004). In doing so, they can help 

boost employee morale, increase job satisfaction, and ultimately improve overall 

performance within the organization. It is essential for leaders to continuously prioritize 

emotional intelligence to effectively manage and overcome challenges related to cynicism 

and mistrust in the workplace. 

The purpose of the study is to determine the influence of emotional intelligence and 

cynicism on Employee Performance in the Health Office Sungai Penuh City Sungai Penuh City 

both partially and simultaneously and the magnitude of the influence. 
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LITERATURE ANALYSIS AND METHODOLOGY  

Emotional Intelligence 

Emotional intelligence refers to the ability to recognize, understand, and manage 

one's own emotions, as well as the emotions of others. It involves skills such as empathy, 

self-awareness, and effective communication (Cabello et al. 2025). Individuals with high 

emotional intelligence can navigate social situations with ease, build strong relationships, 

and make sound decisions based on their emotions. Individuals with high emotional 

intelligence tend to have better mental health, higher job satisfaction, and greater success in 

their careers. Additionally, people with high emotional intelligence are often seen as more 

approachable, trustworthy, and reliable by their colleagues and supervisors (Mujidin, 

Rustam, and Aji 2025). In contrast, individuals with low emotional intelligence may struggle 

with regulating their emotions, understanding the emotions of others, and effectively 

managing interpersonal relationships (Berrios-Martos and Palomera 2025). This can lead to 

misunderstandings, conflicts, and decreased productivity in the workplace. Therefore, 

individuals need to develop and enhance their emotional intelligence skills to thrive 

personally and professionally. 

Emotional intelligence is not just about being able to control one's emotions, but also 

about being able to understand and connect with the emotions of others. It involves being 

self-aware, able to regulate one's own emotions, and being able to empathize with the 

feelings of those around (Ho et al. 2025). When individuals possess high levels of emotional 

intelligence, they are better equipped to handle difficult situations, communicate effectively, 

and build strong relationships with their colleagues (Singh, Kumar, and Singh 2025). This 

ultimately leads to a more positive and harmonious work environment where everyone feels 

valued and supported. By being able to navigate and manage emotions effectively, 

individuals with high emotional intelligence can diffuse conflicts, build trust, and foster a 

sense of camaraderie among team members(Murugan and Prabadevi 2025). This not only 

boosts morale and productivity within the workplace but also creates a more inclusive and 

collaborative atmosphere where everyone feels heard and respected. Ultimately, 

organizations that prioritize emotional intelligence in their employees are more likely to see 

long-term success and growth due to the strong foundation of understanding and support 

that has been established. 

 

Cynicism 

Cynicism is a mindset characterized by distrust, scepticism, and negativity towards 

others and the world at large (Zhu 2024) . Individuals who exhibit cynicism often believe 

that people are inherently selfish and dishonest, leading them to question the motives and 
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intentions of those around them. This pessimistic outlook can hinder collaboration and 

communication within teams, as cynical team members may be reluctant to trust their 

colleagues or work towards common goals (Cabello et al. 2025). Additionally, cynicism can 

create a toxic work environment, where negativity and suspicion prevail, eroding morale 

and hindering productivity (Abts et al. 2024). To combat cynicism and foster a more positive 

work culture, leaders need to address and challenge cynical attitudes, promote open 

communication and transparency, and encourage a sense of trust and camaraderie among 

team members. By actively addressing and challenging cynical attitudes within the team, 

leaders can create a more trusting and collaborative environment where team members feel 

valued and respected (Korf 2023). Promoting open communication and transparency can 

help dispel mistrust and build stronger relationships among team members. Encouraging a 

sense of trust and camaraderie can foster a positive work culture where employees feel 

motivated to work towards common goals and support each other in achieving success. 

Overall, by addressing cynicism and promoting a more positive work environment, leaders 

can enhance team performance and overall organizational success. 

One way to address and reduce cynicism in the workplace is by fostering a culture of 

open communication and transparency (Ahmed and Masood 2024). When employees feel 

that their concerns and feedback are heard and valued, they are less likely to harbor negative 

attitudes toward their work environment. Leaders can also address cynicism by actively 

listening to their team members and addressing any issues or grievances in a timely and 

respectful manner (Islam et al. 2023). Additionally, providing opportunities for professional 

development and growth can help employees feel more engaged and motivated in their 

roles, reducing the likelihood of cynicism taking hold. By creating a supportive and positive 

work environment, leaders can help cultivate a sense of trust and collaboration among team 

members, ultimately leading to a more productive and harmonious workplace. This can be 

achieved through regular team meetings, open communication channels, and recognizing 

and rewarding employees for their hard work and achievements. Encouraging a culture of 

transparency and inclusivity can also help in fostering a positive work environment where 

team members feel valued and respected. By actively promoting a culture of positivity and 

support, leaders can create a workplace where cynicism has no place to thrive, ultimately 

benefiting both the employees and the organization as a whole (Al-Shibami et al. 2019; 

Alhashedi et al. 2021). 

 

Employee performance  

Employee performance refers to how well an individual fulfills their job 

responsibilities and contributes to the organization's goals (Lee 2020). It is measured based 

http://creativecommons.org/licenses/by-sa/4.0/


International Journal of Business and  Quality Research 
https://e-journal.citakonsultindo.or.id/index.php/IJBQR 

E-ISSN: 2985-9468 
 
 
 
 

192 

IJBQR, Volume 03 Issue 01, 2025 

Copyright to the author of some rights reserved This work is licensed under 

aCreative Commons Attribution-ShareAlike 4.0 International License. 

on factors such as productivity, work quality, efficiency, and adherence to company policies. 

High-performing employees not only complete their tasks effectively but also demonstrate 

problem-solving abilities, adaptability, and teamwork. Their contributions directly impact 

business growth, customer satisfaction, and overall company success (Nasser and Jais 2022). 

Improving employee performance requires a combination of clear goal-setting, 

regular feedback, and a positive work culture. Organizations should provide employees with 

well-defined expectations and the necessary resources to perform their tasks efficiently 

(Hang et al. 2022). Regular performance evaluations and constructive feedback sessions 

help employees understand their strengths and areas for improvement. Recognizing and 

rewarding good performance boosts morale and encourages employees to maintain high 

standards of work. 

A strong focus on employee well-being also contributes to better performance (Lee 

and Shaharud-Din 2022). Encouraging work-life balance, fostering a supportive work 

environment, and promoting collaboration lead to higher job satisfaction and reduced 

burnout. When employees are motivated and feel valued, they are more likely to stay 

committed to the organization, ultimately improving retention rates and long-term success. 

 

METHODOLOGY 

Data Type 

 This research is related to the Influence of Emotional Intelligence and Cynism on 

Employee Performance in the Health Office Sungai Penuh City in order to get accurate 

research, The discussion in this study includes data types and sources, populations and 

samples, data collection methods and data collection techniques. This research was 

conducted on the Population Health Office Sungai Penuh City and samples. 

 

Population and Sample 

According to Sugiyono (2006), the definition of Population is a generalized area 

consisting of objects/subjects that have certain quantities and characteristics that are 

determined by the researcher to be studied and then draw conclusions (Sari 2022). The 

population in this study is all employees at the Health Office Sungai Penuh City in Sungai 

Penuh City 31 people with the status of Civil Servants (PNS). Definition of Sample according 

to Sugiyono (2006) is part of the existing population. The sample in this study the author 

observed all the population numbers to be used as a sample (Sari 2023). Related to the above 

understanding, because the number of research objects of the Health Office Sungai Penuh 

City is 31 people. The sample determination technique used is Saturated Sampling, which is 
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a sample determination technique when all members of the population are used as samples 

according to Sugiyono. 

 

Analysis Data 

Quantitative analysis is carried out using statistics for data that requires 

measurement. Quantitative analysis aims to determine the influence of independent 

variables on dependent variables. In this study, statistical analysis uses Multiple Regression 

Analysis.  Multiple linear regression can be formulated as follows: 

Y=α + β1X1 + β2X2 + e 

Information: 

Y = Dependent variable, i.e. Employee performance 

α = Constant  

β1 = Emotional Intelligence regression coefficient 

β2 = Cynicism regression coefficient 

X1 = Variables of Emotional Intelligence 

X2 = Cynicism Variable 

                                          

RESEARCH AND RESULTS 

Multiple Linear Regression Analysis 

 To find out the equation of multiple linear regression analysis on the Influence of 

Emotional Intelligence and cynicism on Employee Performance at the Health Office Sungai 

Penuh City, it can be seen in the table below: 

 

Table 1. Multiple Linear Regression 

 

Model 

Unstandardize

d Coefficients 

Standardized 

Coefficients t Sig. Correlations 

B Beta   

Zero-

order Partial Part 

1 (Constant) 15.580  1.429 .172    

Emotional 

Intelligence  

.346 .444 2.505 .023 .644 .531 .400 

cynicism -.221 -.172 -1.046 .311 -.063 -.253 -.167 

 

From table 1 above, the regression equation can be described as follows: 
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Y = 15,580 + 0,346 X1 - 0,221 X2 + 0,515 X3 

A value of a = 15.580 means that if the variables of Emotional Intelligence and Cynism 

are considered 0 (zero) or ignored, then the Employee Performance at the Health Office 

Sungai Penuh City is 15.580. A value of b1 = + 0.346 means that a positive sign means that 

the influence of Emotional Intelligence is positive, the more Emotional Intelligence 

increases, then there is a tendency to increase the Performance of Employees in the Health 

Office Sungai Penuh City. The value of b2 = - 0.221 means that a negative sign means that the 

influence of Cynicism is negative, the more cynicism increases, then there is a tendency for 

a decrease in Employee Performance at the Health Office Sungai Penuh City. 

 

Determinant Coefficients Simultaneously 

To find out how much Emotional Intelligence and Cynicism Affect Employee 

Performance in the Health Office Sungai Penuh City simultaneously, can be explained in the 

table below: 

Table 2. Determinant Coefficients Simultaneously 

R R Square Adjusted R Square 

Std. Error of the 

Estimate 

Change Statistics 

R Square 

Change Sig. F Change 

.770a .593 .517 8.14585 .593 .002 

 

Based on the analysis of Table 2, it was found that the magnitude of the influence of 

Emotional Intelligence and Cynism on Employee Performance in the Health Office Sungai 

Penuh City was 59.3%, this was obtained from the results of R Square. The result of R Square 

which can be called Coefficient Determination (KD) or can be determined by the 

determination coefficient formula as follows: 

KD = R2  x 100% 

   =  (0,770)2 x 100% 

   = 59,3% 

 While the rest (100% - 59.3%), namely 40.7%, was explained by other causal factors 

that were not studied in this study. 

 

Determinant Coefficients Partial 

           To find out how much Emotional Intelligence and Cynicism Affect Employee 

Performance in the Health Office Sungai Penuh City partially, it can be explained based on 

table 1 : 
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1) The Influence of Emotional Intelligence on Performance 

KD = Beta Standardized Coefficients  x  Zero Order x 100% 

             =  0,444 x 0,644 x 100% 

                    = 28,6% 

This means that the influence of Emotional Intelligence on Employee Performance 

at the Health Office Sungai Penuh City is partially 28.6%. 

2) The Influence of Cynicism on Performance 

KD = Beta Standardized Coefficients  x  Zero Order x 100% 

              =  -0,172 x -0,063 x 100% 

                     = 1,1% 

This means that the influence of Cynicism on Employee Performance in the Health 

Office Sungai Penuh City is partially 1.1%. 

 

Hypothesis Testing 

1) Test t 

           To test the significance of the influence of emotional intelligence and cynicism on em-

ployee performance in the Health Office Sungai Penuh City, a partial t-test was used. Test t 

by comparing the t-value of the calculation > t table. With the level of significance for the 

two-way test with α = 5 % (0.05). Based on table 1, the results of the t test are: 

1. Emotional Intelligence has a significant effect on Performance, this is evidenced by t 

calculation > t table (2.505 > 2.05183) and with a significance value = 0.023 < 0.050, 

then Ho is rejected and Ha is accepted, meaning that there is a significant influence 

between Emotional Intelligence on Employee Performance in the Health Office 

Sungai Penuh City.  

2. Cynicism does not have a significant effect on the Performance of Employees in the 

Health Office Sungai Penuh City, this is evidenced by the t calculation < t table (-1.046 

< 2.05183) and with a significance value of 0.311 > 0.050, then Ho is accepted and Ha 

is rejected, meaning that there is no significant influence between Cynicism on Em-

ployee Performance in the Health Office Sungai Penuh City.  

2) Test F 

 To test the significance of the Influence of Emotional Intelligence and Cynicism on 

Employee Performance at the Health Office Sungai Penuh City simultaneously using the F 

>test.  
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Table 3. Test Summary Results F 

Model Sum of Squares df Mean Square F Sig. 

Regression 1548.073 3 516.024 7.777 .002b 

Residual 1061.677 16 66.355   

Total 2609.750 19    

 

  Based on table 4.14 of the ANOVA or F test, it turns out that F is 7.777: where F is 

calculated > F table (7.777 > 3.24) and with a significance value = 0.000 < 0.05, then Ho is 

rejected and Ha is accepted, meaning that there is a simultaneous influence between 

Emotional Intelligence and Cynicism on Employee Performance at the Health Office Sungai 

Penuh City. 

 

DISCUSSION 

1 The Effect of Emotional Intelligence on Performance 

Emotional Intelligence has a significant effect on Employee Performance at the 

Kumun Debai Sub-district Office, the t calculation evidences this> t table (2.505 > 2.11991) 

and with a significance value = 0.023 < 0.050, then Ho is rejected and Ha is accepted, meaning 

that there is a significant influence between Emotional Intelligence on Performance. The 

influence of Emotional Intelligence on Employee Performance at the Health Office Sungai 

Penuh City is partially 28.6%. A value of b1 = + 0.346 means that a positive sign means that 

the influence of Emotional Intelligence is positive, the better the Emotional Intelligence, the 

more there is a tendency to increase the Performance of Employees at Health Office Sungai 

Penuh City. 

 The results of this study are in line with the research conducted by Supriadi and 

Sefnedi (2017). The results of the study found that emotional intelligence had a positive and 

significant effect on job performance. This means that if employees or civil servants have 

high emotional intelligence such as high recognizing emotion, managing emotion, 

understand others’ emotion, and able to build relationship, the employees will have high job 

performance such as efficiency and effective.  

 

2 The Influence of Cynicism on Performance 

Cynicism does not have a significant effect on Employee Performance at the Health 

Office Sungai Penuh City, this is evidenced by the t calculation of < t table (-1.046 < 2.11991) 

and with a significance value of 0.311 > 0.050, then Ho is accepted and Ha is rejected, 

meaning that there is no significant influence between Cynism on Employee Performance at 
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the Health Office Sungai Penuh City. The partial influence of Cynicism on Performance is only 

1.1%. The value of b2 = - 0.221 means that a negative sign means that the influence of Sinism 

is negative, the more Cynicism from employees increases, the more there is a tendency for a 

decrease in Employee Performance at Health Office Sungai Penuh City. 

The results of this study are in line with the research conducted by Supriadi and 

Sefnedi (2017). The results of the study found that organizational cynicism had negative and 

significant effect on job performance and it matched with several previous studies. The 

managerial implication from this finding was that minimizing organizational cynicism such 

as cognitive, affective and behaviour dimensions was very important for enhancing job 

performance to create efficiency and effectiveness. 

 

CONCLUSION AND RECOMMENDATIONS  

This study shows that emotional intelligence and cynicism have an influence on 

employee performance in the healthcare sector. Emotional intelligence plays an important 

role in improving employee performance. Employees who are able to recognize, manage, 

and express their emotions well tend to have more harmonious, more motivated, and more 

productive working relationships in their work. Cynicism has a negative impact on employee 

performance. Cynical attitudes towards organizations, such as distrust and pessimism 

towards management policies, can reduce morale and effectiveness in providing Health 

Office Sungai Penuh City Sungai Penuh Citys. The relationship between emotional 

intelligence and cynicism is also important. Employees with high emotional intelligence are 

better able to overcome cynical feelings and still maintain good performance. 

Based on the results of this study, there are several practical implications that can be 

applied: 1) Healthcare organizations need to provide emotional intelligence training 

programs for employees to improve interpersonal skills and emotional management. 2) 

Organizational leaders can apply a more empathetic leadership approach to create a more 

positive work environment. In reducing Cynicism in the Workplace, it is necessary to 

improve transparent and fair communication between management and employees to 

reduce distrust of organizational policies. provide rewards and recognition for employee 

performance to increase their motivation and loyalty. In improving Employee Performance, 

it is necessary to create a work culture that supports the emotional well-being of employees 

so that they remain motivated and productive. Implement policies that support work-life 

balance to reduce work stress and burnout that can lead to cynicism. This research 

emphasizes that healthcare organizations need to pay attention to the emotional aspects of 

employees to improve the quality of their services and productivity. 
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