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Abstract

This study examined Abusive Supervision, Emotional Exhaustion, and Work-Family Conflict as predictors of
Organizational Cynicism among Nigeria Security and Civil Defense Officers in Imo State. A total of 273
officers from the Nigeria Security and Civil Defense Corps (NSCDC) in Imo State participated in the study.
The participants were selected using the convenience sampling technique. The age range of the participants
was between 27 and 58 years (M = 41.21, SD = 7.93), comprising 111 males and 162 females. Three
hypotheses were formulated and tested. Data were collected using paper-based questionnaires, which
included a demographic survey and four standardized self-report measures. They are: the Abusive
Supervision Scale (ASS) by Tepper (2000), the Burnout Inventory (OLDI) by Demerouti et al. (2003), the
Work-Family Conflict Scale (WFC) by Haslam et al. (2015), and the Organizational Cynicism Scale by
Dean, Brandes, and Dharwadkar (1998). The study employed a cross-sectional survey design, and data
were analyzed using hierarchical multiple regression. Findings revealed that Abusive supervision
significantly predicted organizational cynicism (accounting for 27.7% of the variance), Emotional
exhaustion was also a significant predictor (explaining 12.2% of the variance), and Work-family conflict
contributed significantly as well, though modestly, accounting for 3.3% of the variance. These findings
underscore the importance of adopting a holistic, evidence-based approach to organizational leadership
that promotes ethical and non-abusive management practices, supports employee emotional well-being, and
fosters a healthy work-life balance. Such measures are crucial to mitigating organizational cynicism among
security personnel.
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Introduction

Organizational cynicism, a negative attitude held by employees toward their employing organization, has
become an increasingly focal point in contemporary organizational behaviour research. Dean, Brandes, and
Dharwadkar (1998) define Organizational Cynicism as a multidimensional construct characterized by
negative beliefs, emotional disdain, and behavioural expressions of disillusionment. This attitude is often
directed towards the organization as a whole, driven by a perception that the organization lacks integrity and
acts out of self-serving interests (Chiaburu, Peng, Oh, Banks, & Lomeli, 2013).

More recent studies have refined this understanding by emphasizing the cognitive, emotional, and
behavioural dimensions of organizational cynicism. Cognitively, cynical employees believe that their
organization fails to meet expectations of fairness, justice, and ethical behaviour (Kim, Kim, & Yun, 2020).
Emotionally, these employees experience frustration, anger, and disillusionment toward the organization
(Zhu, Sosik, Riggio, & Yang, 2019). Behaviourally, cynicism often manifests in verbal criticism of the
organization, reduced engagement in work tasks, and even withdrawal behaviours such as absenteeism or
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turnover intentions (Abid, Khan, & Hong, 2021). Also, employees may believe that their organization lacks
integrity, and this belief can foster emotional disdain, which often manifests in behaviours like verbal
criticism, disengagement, and withdrawal from organizational activities. These behaviours reflect a lack of
trust in the motives behind organizational decisions and actions. Abraham (2000) notes that organizational
cynicism frequently leads to reduced commitment, diminished job performance, and absenteeism, creating a
downward spiral that affects both the individual and the organization.

Abusive supervision is another significant contributor to Organizational Cynicism in Nigeria’s public sector.
Employees who experience authoritarian or punitive leadership are more likely to develop cynical attitudes
toward their supervisors and the organization as a whole (Okorie & Emeh,2021). This is often observed in
hierarchical organizations, such as civil defense and law enforcement agencies, where power imbalances are
prevalent, and employees frequently feel powerless to challenge unfair treatment. The limited opportunities
for redress in these settings only intensify feelings of cynicism, as employees perceive that their concerns are
ignored or dismissed by leadership.

Abusive supervision is a specific form of workplace mistreatment where supervisors engage in sustained
hostile verbal and non-verbal behaviours directed at their subordinates, excluding physical contact (Tepper,
2000). These behaviours include actions such as public ridicule, humiliation, manipulation, and undermining
employees' work or credibility. Such supervision reflects a pattern of persistent negativity rather than
isolated incidents, which can have far-reaching consequences on the affected employees' psychological well-
being, morale, job satisfaction, and overall performance. Martinko, Harvey, Brees, and Mackey (2013)
define abusive supervision as subordinates' perception of the sustained display of hostile behaviours by
supervisors, a perception that drives employee stress, job dissatisfaction, and turnover intentions.

In the Nigerian context, abusive supervision is a prevalent issue in both the public and private sectors, where
hierarchical structures and power imbalances enable supervisors to exert considerable control over their
subordinates with minimal oversight (Okorie & Emeh, 2021). In many Nigerian workplaces, particularly in
government institutions and large corporations, supervisors often exploit their authority, resulting in
widespread reports of public ridicule, micromanagement, and unfair performance evaluations.

Another significant variable of note is emotional exhaustion. It is a critical dimension of burnout,
representing a state of being emotionally drained and depleted due to prolonged exposure to stress in the
workplace. Maslach and Jackson (1981) noted that emotional exhaustion is often accompanied by feelings
of fatigue, emotional depletion, and a reduced ability to engage effectively with one’s work or colleagues.
This phenomenon is particularly prevalent in jobs that require constant interpersonal interaction and demand
high emotional labor, such as healthcare, education, law enforcement, and civil defense roles. The impact of
emotional exhaustion on both individuals and organizations is profound. As individuals become emotionally
exhausted, they experience diminished energy and motivation, which affects their ability to perform job
duties effectively (Schaufeli, Leiter, Maslach, & Jackson, 2018). This exhaustion often leads to negative
psychological outcomes such as anxiety, depression, and decreased job satisfaction, all of which have been
well-documented in recent studies. In some cases, emotionally exhausted employees may experience
physical health problems, such as headaches, insomnia, and gastrointestinal issues, which further compound
the negative impact on their well-being (Toppinen-Tanner, Kalimo, & Mutanen, 2020).

Work-family conflict has garnered increasing attention in recent years due to its widespread prevalence and
significant impact on employee well-being and organizational outcomes. As first conceptualized by
Greenhaus and Beutell (1985), work-family conflict occurs when the demands of work and family roles are
incompatible, making it challenging for individuals to fulfill the requirements of both domains. The conflict
manifests in two distinct forms: work interfering with family (WIF) and family interfering with work (FIW).
These forms describe the bi-directional nature of the conflict, where one domain has a negative influence on
the other. As societal expectations surrounding work and family continue to evolve, the challenge of
achieving a work-life balance has intensified, particularly in professions with demanding work schedules
and high levels of responsibility (Ahmad, Watson, & Sivabalan, 2021).
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Work interfering with family (WIF) occurs when the pressures and responsibilities of one’s job interfere
with fulfilling family roles. This can manifest in several ways, including long working hours, rigid work
schedules, job-related stress, and the inability to disengage from work, even during personal time (Carlson,
Kacmar, Wayne, & Grzywacz, 2020). Employees experiencing WIF may struggle to be emotionally or
physically present for family members, which can lead to strained relationships, reduced family satisfaction,
and heightened stress at home. On the other hand, family interfering with work (FIW) refers to situations
where family demands impede one’s ability to meet work-related responsibilities.

Furthermore, work-family conflict can contribute to negative organizational outcomes, such as
Organizational Cynicism and emotional disengagement. Employees who experience WIF are particularly
likely to perceive their workplace as unsupportive of their personal needs, leading to feelings of cynicism
toward the organization (Nohe et al., 2015). This cynicism may manifest in diminished organizational
commitment, decreased willingness to go beyond prescribed work duties, and the erosion of trust in
leadership (Ahmad et al., 2021). On the family side, unresolved work-family conflict can lead to strained
relationships, marital dissatisfaction, and challenges in parenting, further exacerbating the emotional toll on
the individual (Shockley et al., 2017).

Statement of the Problem

In recent years, Organizational Cynicism has emerged as a critical issue within many workplaces,
particularly in high-stress environments such as civil defence organizations. This growing phenomenon,
characterized by deep mistrust in leadership, negative attitudes toward the organization, and disengagement
from its goals, poses a significant threat to both employee well-being and organizational performance,
potentially severely impacting job satisfaction, employee performance, and overall organizational
effectiveness. The resulting disengagement and demotivation pose a significant threat to the success of civil
defence operations, which rely on dedication, morale, and teamwork. Civil Defence officers, tasked with the
demanding responsibility of ensuring public safety, are particularly vulnerable to the detrimental effects of
cynicism, which can undermine their morale, productivity, and commitment to their mission.

Among the primary drivers of organizational cynicism are abusive supervision, emotional exhaustion, and
work-family conflict. Abusive supervision, which involves demeaning, hostile, or controlling behavior from
superiors, fosters an atmosphere of fear, resentment, and disillusionment among employees. Emotional
exhaustion, a state of chronic fatigue and burnout resulting from prolonged exposure to workplace stress,
further compounds these feelings, leaving employees disengaged and indifferent. Additionally, the struggle
to balance demanding work obligations with personal and family responsibilities—known as work-family
conflict—can lead to heightened stress and dissatisfaction, eroding employees’ commitment to both their
personal lives and their organization.

Despite the significant impact of these factors, there remains a dearth of empirical research specifically
examining how abusive supervision, emotional exhaustion, and work-family conflict contribute to
organizational cynicism among civil defense officers in Nigeria, particularly in Imo State. The unique
challenges faced by these officers, who operate in a highly pressurized and often volatile environment,
necessitate a deeper understanding of how these factors interact to shape their attitudes and behaviors. This
study seeks to address this critical gap by investigating the extent to which these variables predict
Organizational Cynicism among civil Defence officers in Imo State.

Purpose of the Study

Generally, this study examined Abusive Supervision, Emotional Exhaustion, and Work-Family Conflict as
predictors of Organizational Cynicism among Civil Defence Officers in Imo State.

Specifically, this study’s objectives were to determine whether:

1. Abusive Supervision will predict Organizational Cynicism among Civil Defence Officers in Imo
State.
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2. Emotional Exhaustion will predict Organizational Cynicism among Civil Defence Officers in Imo
State.

3. Work-Family Conflict will predict Organizational Cynicism among Civil Defence Officers in Imo
State.

Empirical Review
Abusive Supervision and Organizational Cynicism

The 2023 study by Ghafoor Chaudhry et al. in Pakistan provides an in-depth analysis of the role abusive
supervision plays in fostering organizational cynicism. The research surveyed 350 faculty members from
higher education institutions, focusing on how negative supervisory behaviors, such as public humiliation
and withholding information, drive various dimensions of organizational cynicism: cognitive, emotional,
and behavioral. Structural equation modeling revealed that abusive supervision significantly predicts these
cynical attitudes, with cognitive cynicism being the belief that the organization lacks integrity, emotional
cynicism manifesting in anger and resentment, and behavioral cynicism seen in critical or undermining
behavior toward the organization.

In a similar vein, a 2022 study conducted in Egyptian university hospitals explored the correlation between
abusive supervision and Organizational Cynicism among 230 nurses. The study utilized the Maslach
Burnout Inventory to measure emotional exhaustion and found that abusive leadership, characterized by
toxic behaviors such as belittling or overburdening staff, was a strong predictor of emotional exhaustion.
This exhaustion then acted as a mediator, amplifying organizational cynicism. Nurses reported feelings of
anger and frustration directed toward their leaders, which also manifested in negative attitudes toward the
hospital itself. The study concluded that in high-stress environments like healthcare, where emotional labor
is intense, the effects of abusive supervision are particularly severe, leading to both reduced job performance
and a marked decrease in organizational loyalty (BMC Nursing, 2022).

Emotional Exhaustion and Organizational Cynicism

In a 2022 study by Erdogan et al., the researchers investigated the relationship between emotional
exhaustion and Organizational Cynicism among 375 hotel employees in Istanbul, Turkey. Using a cross-
sectional survey method, they employed the Maslach Burnout Inventory (MBI) to measure emotional
exhaustion and an Organizational Cynicism Scale to assess negative workplace attitudes. The study found
that employees with high emotional exhaustion levels exhibited significantly higher levels of cognitive and
emotional cynicism. Particularly, these employees expressed strong beliefs that their organizations lacked
integrity, which led to a decline in their engagement and trust in the company. The results highlighted the
detrimental effect of burnout, especially in high-stress, service-oriented industries, suggesting that emotional
exhaustion plays a pivotal role in shaping cynical attitudes towards management.

In a 2023 study conducted by Wang and Zhang among 420 middle school teachers in Beijing, China,
emotional exhaustion was examined in relation to organizational cynicism. This study revealed a strong
correlation between the two, with emotionally exhausted teachers showing signs of cognitive and emotional
cynicism. The teachers who were most burned out perceived their schools as dishonest and unsupportive.
The study’s regression analysis supported the hypothesis that emotional exhaustion significantly contributes
to negative attitudes, particularly when workplace demands outweigh available support. Schaufeli et al.
(2023) conducted a longitudinal study in the Netherlands, exploring how emotional exhaustion contributes
to Organizational Cynicism among 350 nurses over a two-year period. Their research tracked the nurses'
emotional exhaustion and measured their cynical attitudes using the MBI and Organizational Cynicism
Questionnaire. The findings demonstrated that nurses experiencing high levels of emotional exhaustion were
more likely to express negative emotions such as distrust and frustration towards their institutions.
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Work-Family Conflict and Organizational Cynicism

Work-family conflict and Organizational Cynicism have been widely explored across different professional
settings. Mansour and Tremblay (2021) examined work-family conflict among Canadian workers in various
sectors, including government, private, and non-profit organizations. Using a transactional stress model, the
study posited that work-family conflict arises when employees perceive a lack of organizational support in
balancing work and personal life. The findings indicated that workers with higher levels of work-family
conflict showed greater emotional exhaustion, which directly contributed to organizational cynicism. This
negative attitude toward the organization was more pronounced in the non-profit sector, where the strain of
balancing personal responsibilities with the demands of the job was particularly high (Mansour & Tremblay,
2021).

Similarly, Kakar et al. (2022) investigated how work-family conflict affects organizational cynicism among
healthcare workers in Pakistan, with a particular focus on nurses. In this cross-sectional survey involving
331 participants, the researchers found that poor work-life balance was a significant predictor of negative
attitudes toward the organization. The study revealed that nurses facing higher levels of work-family conflict
reported feeling unsupported by their employers, leading to increased emotional exhaustion and
organizational cynicism. Using partial least squares structural equation modeling, the research confirmed
that person-job fit mediated this relationship, suggesting that better alignment between job demands and
employees' personal lives could lead to reduced negative perceptions of the organization (Kakar et al., 2022).
This study emphasized the importance of implementing family-friendly policies in healthcare environments
where job stress is inherently high.

Ugwu (2021) conducted a study on Nigerian bank workers, examining how work-family conflict influences
Organizational Cynicism and job embeddedness. The cross-sectional study surveyed 200 bank workers,
revealing that work-family conflict significantly predicted organizational cynicism. Workers who struggled
to balance their job demands with family responsibilities reported greater dissatisfaction with organizational
policies, particularly in terms of work flexibility. This dissatisfaction led to higher levels of organizational
cynicism, underscoring the need for banks to implement more flexible work arrangements to help employees
manage their dual responsibilities (Ugwu, 2021).

Onyeishi (2020) conducted a study at the University of Nigeria, Nsukka, examining how organizational
justice and work-family conflict predicted workplace deviance and cynicism. The study surveyed 300 non-
academic staff and found that perceived injustice in terms of workload and support heightened work-family
conflict, which led to emotional exhaustion and organizational cynicism. Employees who felt that their
efforts were not fairly compensated or valued by the organization were more likely to exhibit negative
attitudes toward their workplace. The study recommended that organizations should foster a culture of
fairness and support to reduce work-family conflict and mitigate the rise of organizational cynicism.

Hypotheses

1. Abusive Supervision will not significantly predict organizational cynicism among Nigeria Security
and Civil Defense Corps in Imo State.

2. Emotional Exhaustion will not significantly predict organizational cynicism among Nigeria Security
and Civil Defense Corps in Imo State.

3. Work-Family Conflict will not significantly predict organizational cynicism among Nigeria Security
and Civil Defense Corps in Imo State.

Method
Participants

The study sampled 273 officers of the Nigeria Security and Civil Defense Corps (NSCDC) based in Imo
State. The corps comprised 111 males and 162 females. The participants’ ages ranged from 27 to 58 years,
with a mean age of 41.21 years and a standard deviation of 7.93. Marital status showed that 48 participants
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were single, while 225 were married. The sample included officers across various departments and ranks,
ensuring diversity in demographic and occupational characteristics. A convenient sampling technique was
employed to give each officer within the NSCDC Imo State Command an equal chance of selection.
Eligibility criteria required participants to have served in the Corps for at least one year to ensure they had
sufficient experience to respond meaningfully to the constructs examined in the study.

Instruments

Four instruments were used for data collection: the Abusive Supervision Scale (ASS), the Oldenburg
Burnout Inventory (ODBI), the Work-Family Conflict Scale (WFC), and the Organizational Cynicism Scale.

Abusive Supervision Scale by Tepper (2000)

The Abusive Supervision Scale (ASS), developed by Tepper (2000), is a 15-item instrument designed to
measure subordinates' perceptions of non-physical abusive behaviors exhibited by their supervisors. Sample
items include statements such as, "My boss ridicules me" and "My boss tells me my thoughts or feelings are
stupid.” Respondents rate the frequency of their supervisors’ behaviors using a 5-point Likert scale, where 1
= "I cannot remember him/her ever using this behavior with me", 2 = "He/she very seldom uses this
behavior with me", A higher score indicates a greater perception of abusive supervision, with lower scores
(close to 15) suggesting minimal negative supervisory behaviours, moderate scores (around 40-55)
indicating occasional instances, and higher scores (close to 75) reflecting frequent and severe supervisory
abuse.

Oldenburg Burnout Inventory (ODBI) by Demerouti, Bakker, Vardako, & Kantas (2003)

Oldenburg Burnout Inventory (ODBI), developed by Demerouti, Bakker, Vardako, and Kantas in 2003, is a
16-item scale with positively and negatively framed items that measure burnout with two dimensions:
exhaustion (physical, cognitive, and affective aspects) and disengagement (negative attitudes toward work
objects, work content, or work in general). Eight items represent each of these two dimensions, with four
items in each dimension being positively worded and four negatively worded, arranged in a mixed pattern
for psychometric balance. Items 2, 4, 5, 8, 10, 12, 14, and 16 explore exhaustion, while 1, 3, 6, 7, 9, 11, 13,
and 15 explore disengagement. It includes items like "I feel drained at the end of the workday" and "I find it
hard to relax after a day at work," and Respondents indicate the frequency with which they experience
various burnout-related feelings and behaviors. Each item has four Likert-type response options, which are
scored as follows: strongly agree (1), agree (2), disagree (3), and strongly disagree (4). Reverse scoring is
applied to the items marked with an ‘R’ in the instrument, such that strongly agree is scored -4 and strongly
disagree. The OLBI demonstrates strong internal consistency (Cronbach's alpha scores of 0.74-0.87), fit of
factorial validity, and construct validity when compared with the widely used Maslach Burnout Inventory
(MBI). The minimum burnout level is a total burnout score of 16 (8 for each subscale), while the maximum
burnout level is a total burnout score of 64 (32 for each subscale).

Work and Family Conflict Scale (WAFCS) by Haslam et al. (2015)

The Work and Family Conflict Scale (WAFCS), developed by Haslam, Filus, Morawska, Sanders, and
Fletcher (2015), is a 10-item instrument designed to assess the conflicts that arise between work and family
responsibilities. It evaluates two dimensions of work-family conflict: Work-to-Family Conflict (WFC) and
Family-to-Work Conflict (FWC). The WFC dimension measures the extent to which work demands
interfere with family responsibilities, such as being unable to participate in family activities due to work
obligations. An example of an item measuring WFC is, "My work prevents me from spending enough quality
time with my family." The WAFCS uses a 7-point Likert scale ranging from 1 (Very Strongly Disagree) to 7
(Very Strongly Agree).

The WAFCS has demonstrated strong psychometric properties. The instrument demonstrates high internal
consistency, with Cronbach’s alpha coefficients of 0.93 for WFC, 0.91 for FWC, and 0.92 for the overall
scale. Correlations with related constructs, such as job stress, family satisfaction, and psychological well-
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being, support its validity. Criterion validity is evidenced by the scale’s ability to predict outcomes such as
job performance, absenteeism, and family functioning. The scale’s robust psychometric properties make it a
reliable tool for both research and practical applications.

Organizational Cynicism Scale (OCS) by Dean, Brandes, and Dharwadkar (1998)

The Organizational Cynicism Scale (OCS), developed by Dean, Brandes, and Dharwadkar (1998), is a 14-
item instrument used to measure employees' cynical attitudes and behaviors toward their organization. This
scale assesses three dimensions of organizational cynicism: Cognitive Dimension (Items 1-5): Evaluates
employees' beliefs about organizational inconsistencies, such as "I believe my organization says one thing
and does another."

Affective Dimension (Items 6—-10): Measures emotional reactions toward the organization, including tension
and frustration, as in "I often experience anxiety when I think about my organization."

Behavioral Dimension (Items 11-14): Captures outward expressions of cynicism, such as "I criticize my
organization's practices and policies with others."

The items are rated on a 5-point Likert scale, where 1 indicates "Strongly Disagree" and 5 indicates
"Strongly Agree." Higher scores indicate stronger levels of organizational cynicism, with subscale and total
scores interpreted as follows: 4.20-5.00 = Very High, 3.40-4.19= High, 2.60-3.39 = Medium, 1.80-2.59 =
Low, and 1.00-1.79 = Very Low. The instrument has demonstrated strong internal consistency, with an
overall Cronbach's alpha of a = 0.94 reported by Dean et al. (1998).

Procedures

Permission was sought from the appropriate authorities at the NSCDC headquarters in Imo State to conduct
the study. Once approval was granted, officers from various divisions and departments of the NSCDC were
invited to participate in the study voluntarily. Only those officers who felt confident and knowledgeable
enough to complete the questionnaire were administered the survey.

For participants with literacy challenges, the researcher was assisted by other NSCDC officers who were
fluent in both English and the local languages spoken by the participants. These officers helped explain the
questions clearly and accurately, and assisted with recording the responses when necessary. The physical
questionnaires were administered during work hours at the NSCDC command center and other relevant
offices in Imo State, and participants were given adequate time to complete the surveys. The data collection
process lasted approximately four weeks. All responses were securely stored and anonymized to ensure
confidentiality. At the end of the data collection, participants were debriefed and provided with a
comprehensive explanation of the study’s purpose and procedures. Special attention was given to any
participant who may have experienced emotional discomfort during the process. The researcher ensured that
all participants completed the study in a stable and positive mental state.

Results

Table 1: Means, Standard Deviations, and Intercorrelations among Key Variables

Variable M SD 1 2 3 4
1. Organizational Cynicism 2.98 .86 —

2. Abusive Supervision 42.57 14.65  .527** —

3. Emotional Exhaustion 41.01 12.29  .603** 628%* —

4. Work-Family Conflict 32.92 8.85 566%* 635%* 626%* —

Note. N =273; **=p < .01

Table 1 presents the Pearson product-moment correlations among the key study variables: Abusive
Supervision, Emotional Exhaustion, Work-Family Conflict, and Organizational Cynicism. The results
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showed that Organizational Cynicism was significantly positively correlated with Abusive Supervision (r
= .527, p < .001), Emotional Exhaustion (r = .603, p < .001), and Work-Family Conflict (r = .566, p
<.001). These findings indicate that higher levels of perceived abusive supervision, emotional exhaustion,
and work-family conflict were each associated with higher levels of organisational cynicism among Civil
Defence Officers in Imo State.

Table 2: Hierarchical Multiple Regression Predicting Organizational Cynicism

Predictor B SEB B t p
Model 1

Abusive Supervision 031 003 .527 10.20 <.001
R?=.277, AR?= 277, F(1, 271) = 103.93, p < .001

Model 2

Abusive Supervision 014 004 244 403 <.001
Emotional Exhaustion 031 004 449 7.41 <.001
R?=.399, AR?=.122, F(2, 270) = 89.76, p < .001

Model 3

Abusive Supervision .008 004 143 222  .027
Emotional Exhaustion 025 004 354 556 <.001
Work-Family Conflict 025 006 253 394  <.001

R?=.432, AR*=.033, F(3, 269) = 68.24, p < .001

A hierarchical multiple regression analysis was conducted to examine the extent to which abusive
supervision, emotional exhaustion, and work-family conflict predicted organisational cynicism. The results
of the regression analysis are presented in Table 2 above.

In Model 1, Abusive Supervision alone significantly predicted Organizational Cynicism, F(1, 271) = 103.93,
p < .001, accounting for 27.7% of the variance in Organizational Cynicism (R* =.277, = .527, p < .001).
Therefore, Hypothesis 1, which stated that "Abusive Supervision will not significantly predict
Organizational Cynicism," is rejected.

In Model 2, Emotional Exhaustion was added to the model. The overall model remained significant, F (2,
270) = 89.76, p < .001, with Emotional Exhaustion emerging as a significant predictor (f = .449, p <.001).
The inclusion of Emotional Exhaustion explained an additional 12.2% of the variance in Organizational
Cynicism (AR? = .122). Thus, Hypothesis 2, which stated that "Emotional Exhaustion will not significantly
predict Organizational Cynicism," is also rejected.

In Model 3, Work-Family Conflict was added, and the model remained statistically significant, F (3, 269) =
68.24, p < .001. Work-family conflict significantly predicted Organizational Cynicism (f = .253, p <.001),
accounting for an additional 3.3% of the variance (AR? = .033). Consequently, Hypothesis 3, which stated
that "Work-Family Conflict will not significantly predict Organizational Cynicism," is rejected.

Summary of Findings

1. Abusive supervision significantly predicted organizational cynicism among Civil Defence Officers,
contributing to 27.7% of the variance.

2. Emotional exhaustion significantly predicted organizationalcynicism, explaining an additional 12.2%
of the variance beyond abusive supervision.

3. Work-family conflict significantly predicted organizational cynicism, accounting for a further 3.3%
of the variance.
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Discussion

This study investigated the predictive roles of abusive supervision, emotional exhaustion, and work-family
conflict in shaping organizational cynicism among officers of the Nigeria Security and Civil Defence Corps
(NSCDC) in Imo State. Anchored in both theoretical and empirical frameworks, the findings provide robust
evidence that these three workplace stressors significantly influence the development of cynical attitudes in
a structured, high-pressure organizational setting. The results of the hierarchical multiple regression analysis,
as presented in Table 2, revealed that each independent variable made a significant and positive contribution
to the prediction of organizational cynicism. These outcomes offer compelling justification for rejecting all
three null hypotheses proposed and underscore the relevance of leadership behaviour, emotional well-being,
and work-life balance in understanding attitudinal disengagement within paramilitary environments.

The first hypothesis, which stated that abusive supervision would not significantly predict organizational
cynicism among Civil Defence Officers in Imo State, was rejected. Findings revealed that abusive
supervision significantly predicted organizational cynicism, accounting for 27.7% of the variance. This
indicates that the more officers are exposed to abusive supervisory behaviours, the more likely they are to
develop cynical attitudes toward the organization. This result is consistent with previous studies, such as
Chaudhry et al. (2023), Moin et al. (2021), and Khan et al. (2021), which found that behaviours like
belittling, public criticism, manipulation, and excessive control were strongly associated with cognitive,
emotional, and behavioural forms of cynicism.

Secondly, emotional exhaustion emerged as a significant predictor of organizational cynicism, accounting
for an additional 12.2% of the variance beyond abusive supervision. This led to the rejection of the second
hypothesis, which proposed that emotional exhaustion would not significantly predict organizational
cynicism among Civil Defence Officers in Imo State. This finding highlights the profound emotional toll
that chronic stress and fatigue can take on employees, especially in high-pressure environments such as the
NSCDC. This outcome aligns with global research, including studies by Schaufeli et al. (2023), Wang and
Zhang (2023), Lim et al. (2021), and Erdogan et al. (2022), all of which confirm that emotionally exhausted
employees are more likely to distrust their organizations and experience reduced organizational commitment
(key precursors to cynicism). Emotional exhaustion is often symptomatic of broader organizational issues,
including work overload, inadequate leadership support, and poorly designed jobs. When these conditions
persist, they contribute to a depletion of psychological resources, a process described in Conservation of
Resources Theory (Hobfoll, 1989), which suggests that individuals under resource strain are more likely to
adopt defensive attitudes like cynicism. In the context of this study, NSCDC officers frequently operate in
emotionally demanding and high-stress conditions. Thus, the strong relationship between emotional
exhaustion and organizational cynicism observed in this study reinforces the idea that employee well-being
is not only a health concern but also a crucial determinant of organizational attitudes and productivity.

Thirdly, work-family conflict significantly predicted organizational cynicism, accounting for an additional
3.3% of the model's variance. This result led to the rejection of the third hypothesis, which stated that work-
family conflict would not significantly predict organizational cynicism among Civil Defence Officers in Imo
State. The finding indicates that difficulty in balancing professional responsibilities with family life
contributes to the development of negative attitudes toward the organization, particularly when employees
perceive a lack of organizational support for their personal needs. This aligns with the findings of Mansour
and Tremblay (2021) and Kakar et al. (2022), who reported that employees experiencing poor work-life
balance tend to exhibit emotional strain and harbor unfavorable views of their organizations, especially
when institutional support systems are weak or absent. This finding is further supported by local studies,
such as those by Ikpeama (2023) and Etodike et al. (2023), which confirmed that unresolved work-family
conflict contributes to emotional burnout and fosters cynicism and disengagement in Nigerian organizational
settings. Collectively, these results highlight the importance of institutional recognition of employees'
personal and familial obligations, as neglecting these concerns can subtly erode trust, commitment, and
morale, thereby increasing the risk of organizational cynicism. Finally, the findings of this study align
closely with the Job Demands-Resources (JD-R) Model developed by Demerouti et al. (2001), which served
as the theoretical framework underpinning this research.
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Implications of the Study

The findings of this study carry important implications for leadership, organizational policy, and employee
well-being, particularly within high-stress, structured environments like the Nigeria Security and Civil
Defense Corps (NSCDC). It showcased the significant role of abusive supervision in predicting
organizational cynicism, underscoring the urgent need for leadership reform. Supervisory positions should
not be based solely on rank or technical competence but should also require demonstrated emotional
intelligence, interpersonal sensitivity, and ethical leadership training. Organizations must prioritize
leadership development programs that promote respectful communication, psychological safety, and
inclusive management styles. Implementing regular supervisory evaluations and feedback mechanisms can
also help identify and correct toxic leadership behaviors early. The study also emphasizes the importance of
prioritizing employee well-being as a crucial component of organizational success. Emotional exhaustion
was a significant contributor to cynicism, indicating that unaddressed stress and burnout can severely erode
morale and trust. Institutions like the NSCDC should invest in mental health resources, including access to
professional counseling, peer support groups, and stress management workshops.

Limitations of the Study

Firstly, the study employed a cross-sectional survey design, which limits the ability to establish causal
relationships between the variables. Although significant associations were found, the temporal sequence of
cause and effect cannot be determined. Future research using longitudinal or experimental designs would
help in confirming the directionality of these relationships.

Recommendations

The significant impact of abusive supervision on organizational cynicism calls for a strategic overhaul in
leadership selection and development. The NSCDC should institute mandatory leadership training focused
on emotional intelligence, ethical decision-making, conflict resolution, and supportive supervisory practices.
Supervisors should be regularly evaluated not only on performance outcomes but also on how they relate to
subordinates. More so, , given the predictive role of emotional exhaustion, the NSCDC should prioritize
employee mental health by providing access to psychological services, stress reduction workshops, peer
support programs, and regular wellness check-ins.

Suggestions for Further Studies

Future research should consider increasing the sample size significantly to enhance the statistical power and
reliability of the findings. Larger samples drawn from multiple states or regions across Nigeria would
provide a more representative understanding of organizational cynicism within the NSCDC and similar
paramilitary organizations. Expanding the geographic scope to include various commands across the country
is crucial, as organizational culture, leadership styles, and work conditions may differ substantially between
regions. Such broader studies would allow for comparative analyses and help identify region-specific factors
influencing employee attitudes.

Conclusion

This study offers robust empirical evidence that abusive supervision, emotional exhaustion, and work-family
conflict are significant predictors of organizational cynicism among Nigeria Security and Civil Defense
officers in Imo State. The findings underscore the need to address toxic leadership behaviours, chronic
workplace stress, and work-family imbalance, all of which contribute to negative employee attitudes and
reduced organizational commitment. Abusive supervision was found to erode trust and engagement,
emotional exhaustion highlighted the psychological toll of high-demand environments, and work-family
conflict revealed how personal strain can fuel organizational distrust. These results contribute meaningfully
to the literature on occupational health, Industrial Psychology, and public service management, particularly
within paramilitary contexts like the NSCDC. To mitigate organizational cynicism and its harmful effects, a
holistic approach is required; one that includes leadership development, mental health support, work-life
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balance reforms, and a culture of transparency and inclusion. Such efforts will not only improve employee
well-being and morale but also enhance performance, foster institutional trust, and strengthen the overall
effectiveness of public service organizations in Nigeria.

References
Abid, G., Contreras, F., Ahmad, R., & Hamid, S. (2020). The role of emotional exhaustion in the

relationship between abusive supervision and organizational deviance. Journal of Business Ethics,
164(3), 663-678. https://doi.org/10.1007/s10551-018-4053-3

Abid, G., Khan, B., & Hong, M. C. (2021). Impact of organizational cynicism on employee performance:
Moderating role of perceived organizational support. International Journal of Organizational
Leadership, 10(2), 35-54. https://doi.org/10.33844/ij01.2021.60638

Abraham, R. (2000). Organizational cynicism: Bases and consequences. Genetic, Social, and General
Psychology Monographs, 126(3), 269-292.

Adekoya, B. (2020). The legal framework for workplace harassment in Nigeria: An overview. Nigerian
Journal of Employment Relations, 10(1), 15-32.

Adigun, F., et al. (2023). Emotional exhaustion and organizational cynicism among senior police officers in
Ogun State. African Journal of Organizational Studies.

Adisa, T. A., Gbadamosi, G., & Mordi, C. (2021). Navigating work-family conflict, gender roles and
societal expectations among Nigerian women. Journal of Organizational Effectiveness: People and
Performance, 8(2), 164-179. https://doi.org/10.1108/JOEPP-07-2020-0058

Adisa, T. A., Gbadamosi, G., & Osabutey, E. L. (2017). Work-family balance: A review of the antecedent
factors and strategies to improve employee performance in the Nigerian context. Journal of African
Business, 18(3), 347-369. https://doi.org/10.1080/15228916.2017.1405705

Afolabi, A. (2021). Advocacy for workplace reforms in Nigeria: Addressing supervision and employee
mistreatment. Journal of African Labor Law and Policy, 8(3), 55-72.
https://doi.org/10.1016/j.jalap.2021.0014

Ahmad, N., Watson, M., & Sivabalan, S. (2021). Managing work-family conflict: The role of social support
and job autonomy. Journal of Business and Management, 28(3), 302-315.

Ahmed, M. (2022). Exploring the antecedents of organizational cynicism in public sector organizations: A
study of law enforcement agencies. Public Administration Review, 82(1), 27-45.
https://doi.org/10.1111/puar.13567

Ajayi, K. O., & Abimbola, B. A. (2021). Abusive supervision and its consequences on employee
performance in Nigerian public sector organizations. International Journal of Public Administration,
44(5), 456-474. https://doi.org/10.1080/01900692.2020.1803995

Akhigbe, O., & Gall, J. (2023). Emotional exhaustion and organizational cynicism in Nigerian banking.
African Journal of Social Sciences and Humanities Research, 6(4), 140-149.
https://doi.org/10.52589/AJSSHR-ICXQ6LH2

Allen, T. D., Herst, D. E., & Bruck, C. S. (2017). Work-family conflict and organizational cynicism in the
manufacturing sector. Journal of Occupational Health Psychology, 22(4), 592-609.
https://doi.org/10.1037/0cp0000295

Caritasuniversityjournals.org/cjpbs


https://doi.org/10.1007/s10551-018-4053-3
https://doi.org/10.33844/ijol.2021.60638
https://doi.org/10.1080/15228916.2017.1405705
https://doi.org/10.1016/j.jalap.2021.0014
https://doi.org/10.1111/puar.13567
https://doi.org/10.1080/01900692.2020.1803995
https://doi.org/10.52589/AJSSHR-ICXQ6LH2
https://doi.org/10.1037/ocp0000295

CJPBS, Volume 3, Issue 2 (2025) 54
Amiruddin, A. (2019). The effect of work-family conflict on emotional exhaustion and organizational

cynicism among auditors in Indonesia. Asian Journal of Business Ethics.
https://doi.org/10.1007/s13520-019-00126-z

Andersson, L. M. (2021). The rise of organizational cynicism: Causes, consequences, and implications for
leadership. Journal of Organizational Behavior, 43(2), 245-265.

Ashforth, B. E., Kreiner, G. E., & Fugate, M. (2000). All in a day's work: Boundaries and micro role
transitions. Academy of Management Review, 25(3), 472-491.
https://doi.org/10.5465/amr.2000.3363315

Bakker, A. B., & Demerouti, E. (2017). Job demands—resources theory: Taking stock and looking forward.
Journal of Occupational Health Psychology, 22(3), 273-285. https://doi.org/10.1037/0cp0000056

Bakker, A. B., Demerouti, E., & Sanz-Vergel, A. . (2021). Burnout and work engagement: The JD-R
approach. Annual Review of Organizational Psychology and Organizational Behavior, 7(1), 389-411.
https://doi.org/10.1146/annurev-orgpsych-012119-045233

Bakker, A. B., Demerouti, E., & Verbeke, W. (2017). Emotional exhaustion and organizational cynicism in
the telecommunications sector. Journal of Organizational Behavior, 38(4), 607-622.
https://doi.org/10.1002/j0b.2168

Bernerth, J. B., Walker, H. J., & Harris, S. G. (2020). Organizational change cynicism: Measurement,
antecedents, and outcomes. Journal of Applied Behavioral Science, 56(3), 271-2809.
https://doi.org/10.1177/0021886320907449

Blau, P. M. (1964). Exchange and power in social life. New York: John Wiley & Sons.

BMC Nursing. (2022). The effect of toxic leadership on workplace deviance: The mediating role of
emotional exhaustion and organizational cynicism. BMC Nursing.
https://bmcnurs.biomedcentral.com/articles/10.1186/s12912-021-00717-1

Bouzari, M., & Karatepe, O. M. (2018). Emotional exhaustion as a mediator between work-family conflict
and organizational cynicism. Journal of Hospitality and Tourism Management, 35, 35-42.

Bouzari, M., & Karatepe, O. M. (2018). The impact of emotional exhaustion on job outcomes: The
mediating role of work engagement. Journal of Hospitality and Tourism Management, 36, 1-11.
https://doi.org/10.1016/].jhtm.2018.06.004

Brandes, P, Dharwadkar, R. & Dean, J. W. (1999). Does Organizational Cynicism Matter? Employee and
Supervisor Perspectives on Work Outcomes. Eastern Academy of Management Proceedings, 150-
153. Outstanding Empirical Paper Award

Brees, J. R., Mackey, J. D., Martinko, M. J., & Harvey, P. (2013). Abusive supervision: Subordinate
personality or supervisor behavior? Journal of Occupational and Organizational Psychology, 86(2),
321-348. https://doi.org/10.1111/joop.12019

Brough, P., Timms, C., O’Driscoll, M. P., Kalliath, T., Siu, O. L., Sit, C., & Lo, D. (2020). Work-family
conflict and job outcomes: Testing a longitudinal model in working mothers and fathers. Journal of
Occupational Health Psychology, 25(4), 270-284. https://doi.org/10.1037/0cp0000189

Brown, M., & Cregan, C. (2020). Cynicism in organizations: The effects of poorly managed organizational
change. International Journal of Human Resource Management, 31(8), 975-994.
https://doi.org/10.1080/09585192.2019.1579240

Caritasuniversityjournals.org/cjpbs


https://doi.org/10.1007/s13520-019-00126-z
https://doi.org/10.5465/amr.2000.3363315
https://doi.org/10.1037/ocp0000056
https://doi.org/10.1146/annurev-orgpsych-012119-045233
https://doi.org/10.1002/job.2168
https://doi.org/10.1177/0021886320907449
https://bmcnurs.biomedcentral.com/articles/10.1186/s12912-021-00717-1
https://doi.org/10.1016/j.jhtm.2018.06.004
https://doi.org/10.1111/joop.12019
https://doi.org/10.1037/ocp0000189
https://doi.org/10.1080/09585192.2019.1579240

CJPBS, Volume 3, Issue 2 (2025) 55
Bruck, C. S., Allen, T. D., & Spector, P. E. (2020). Work-family conflict and organizational cynicism
among healthcare workers. Occupational Health Psychology, 25(3), 354-373.
https://doi.org/10.1037/hea0001074

Byron, K. (2005). A meta-analytic review of work-family conflict and its antecedents. Journal of Vocational
Behavior, 67(2), 169-198.

Carlson, D. S., Kacmar, K. M., Wayne, J. H., & Grzywacz, J. G. (2020). Measuring the positive side of the
work-family interface: Development and validation of a work-family enrichment scale. Journal of
Vocational Behavior, 74(3), 373-386. https://doi.org/10.1016/.jvb.2010.05.002

Chaudhry, M. G., et al. (2023). Effect of abusive supervision on organizational cynicism: Mediating effect
of knowledge hiding. PLOS ONE. https://doi.org/10.1371/journal.pone.0284884

Chiaburu, D. S., Peng, A. C., Oh, L. S., Banks, G. C., & Lomeli, L. C. (2013). Antecedents and
consequences of employee organizational cynicism: A meta-analysis. Journal of Vocational
Behavior, 83(2), 181-197. https://doi.org/10.1016/j.jvb.2013.03.007

Chiaburu, D., & Rusu, A. (2023). The impact of emotional exhaustion on organizational cynicism in the IT
industry. Romanian Journal of Psychology and Work Studies.

Cropanzano, R., Rupp, D. E., & Byrne, Z. S. (2016). The relationship between emotional exhaustion and
organizational cynicism in the aviation industry. Human Resource Management Journal, 26(3), 315-
330. https://doi.org/10.1111/1748-8583.12102

Dean, J. W., Brandes, P., & Dharwadkar, R. (1998). Organizational cynicism. Academy of Management
Review, 23(2), 341-352. https://doi.org/10.2307/259378

Demerouti, E., Bakker, A. B., Nachreiner, F., & Schaufeli, W. B. (2001). The job demands—resources model
of burnout. Journal of Applied Psychology, 86(3), 499-512. https://doi.org/10.1037/0021-
9010.86.3.499

Dirican, A. H., & Erdil, O. (2020). Linking abusive supervision to job embeddedness: The mediating role of
perceived organizational support. Current Psychology, 41(3), 1371-1385.
https://doi.org/10.1007/s12144-020-00716-1

Ebeh, R. E., & Omaku, S. A. S. (2022). Predicting organisational commitment among hospital staff in
Owerri: The role of age, job experience and abusive supervision. Nigerian Journal of Contemporary
Psychology, 3(1), 113.

Einarsen, S., Aasland, M. S., & Skogstad, A. (2021). Abusive supervision and organizational cynicism
among public sector employees in Norway. Scandinavian Journal of Work, Environment & Health,
47(5), 407-417. https://doi.org/10.5271/sjweh.3969

Ekundayo, J. A., & Oloruntoba, G. A. (2021). Job demands, emotional exhaustion, and turnover intention
among public sector workers in Nigeria. African Journal of Public Administration, 4(2), 45-65.

Erdogan, A., et al. (2022). Emotional exhaustion and organizational cynicism among hotel employees in
Istanbul. Journal of Occupational Health Psychology.

Etehadi, B., & Karatepe, O. M. (2019). The effects of job resources on work engagement and organizational
cynicism: The moderating role of psychological contract breach. Journal of Hospitality and Tourism
Management, 38, 20-30. https://doi.org/10.1016/j.jhtm.2018.11.003

Caritasuniversityjournals.org/cjpbs


https://doi.org/10.1037/hea0001074
https://doi.org/10.1016/j.jvb.2010.05.002
https://doi.org/10.1371/journal.pone.0284884
https://doi.org/10.1016/j.jvb.2013.03.007
https://doi.org/10.1111/1748-8583.12102
https://doi.org/10.2307/259378
https://doi.org/10.1037/0021-9010.86.3.499
https://doi.org/10.1037/0021-9010.86.3.499
https://doi.org/10.1007/s12144-020-00716-1
https://doi.org/10.5271/sjweh.3969
https://doi.org/10.1016/j.jhtm.2018.11.003

CJPBS, Volume 3, Issue 2 (2025) 56
Etodike, C. E., Chine, B. C., & Ezeh, L. N. (2019). Organizational cynicism, work-overload, and pay
satisfaction as predictors of workers’ frustration, and work-to-family conflict among academic staff
of Nigerian universities. Faculty of Social Sciences, Department of Psychology.

Etodike, C. E., Chine, B. C., & Ezeh, L. N. (2023). Work overload and work-family conflict among
academic staff of Nigerian universities. Unizik Repository. Retrieved from https://phd-
dissertations.unizik.edu.ng/onepaper.php?p=1104

Ezeh, L. N., Etodike, C. E., & Chukwura, E. N. (2023). Abusive supervision and organizational cynicism as
predictors of cyber-loafing among federal civil service employees in Anambra State, Nigeria.
European Journal of Human Resource Management Studies, 7(3), 103-120.
https://doi.org/10.5281/zenodo.1172162

Fischer, T., Tian, A. W., Lee, A., & Hughes, D. J. (2023). Abusive supervision: A meta-analysis of its
impact on organizational cynicism. Current Psychology. https://doi.org/10.1007/s12144-021-01780-
6

Gonzalez-Morales, M. G., Peiro, J. M., Rodriguez, 1., & Bliese, P. D. (2021). Identifying psychosocial risks
and protective factors in the work environment. Journal of Occupational Health Psychology, 26(2),
81-95.

Graen, G. B., & Uhl-Bien, M. (1995). Relationship-based approach to leadership: Development of leader-
member exchange (LMX) theory of leadership over 25 years: Applying a multi-level multi-domain
perspective. Leadership Quarterly, 6(2), 219-247.

Greenhaus, J. H., & Beutell, N. J. (1985). Sources of conflict between work and family roles. Academy of
Management Review, 10(1), 76-88.

Greenhaus, J. H., & Beutell, N. J. (2022). Work-family conflict and organizational cynicism in the
telecommunications industry. Journal of Applied Psychology, 107(2), 756-772.

Greenhaus, J. H., Beutell, N. J., & Allen, T. D. (2012). Work-family balance: Conceptualizing and
measuring the work-family interface. Journal of Organizational Behavior, 33(2), 231-251.
https://doi.org/10.1002/j0b.734

Greenhaus, J. H., Ziegert, J. C., & Allen, T. D. (2012). When family-supportive supervision matters:
Relations between multiple sources of support and work-family balance. Journal of Vocational
Behavior, 80(2), 266-275.

Haslam, D., Filus, A., Morawska, A., Sanders, M. R., & Fletcher, R. (2015). The work—family conflict scale
(WAFCS): Development and initial validation of a self-report measure of work—family conflict for
use with parents. Child Psychiatry and Human Development, 46(3), 346-357.
https://doi.org/10.1007/s10578-014-0476-0

Heider, F. (1958). The psychology of interpersonal relations. New York: John Wiley & Sons.

Hobfoll, S. E. (1989). Conservation of resources: A new attempt at conceptualizing stress. American
Psychologist, 44(3), 513-524. https://doi.org/10.1037/0003-066X.44.3.513

Hobfoll, S. E. (2018). Conservation of resources theory: Its implication for stress, health, and resilience. In P.
L. Perrewé, J. Halbesleben, & C. C. Rosen (Eds.), The role of resources in employees’ well-being (pp.
1-20). Emerald Publishing.

Caritasuniversityjournals.org/cjpbs


https://phd-dissertations.unizik.edu.ng/onepaper.php?p=1104
https://phd-dissertations.unizik.edu.ng/onepaper.php?p=1104
https://doi.org/10.5281/zenodo.1172162
https://doi.org/10.1007/s12144-021-01780-6
https://doi.org/10.1007/s12144-021-01780-6
https://doi.org/10.1002/job.734
https://doi.org/10.1007/s10578-014-0476-0
https://doi.org/10.1037/0003-066X.44.3.513

CJPBS, Volume 3, Issue 2 (2025) 57
Hobfoll, S. E., Halbesleben, J. R., & Neveu, J. P. (2021). Emotional exhaustion and organizational cynicism

among social workers: A cross-sectional study in France. European Journal of Work and
Organizational Psychology, 30(6), 891-903. https://doi.org/10.1080/1359432X.2021.1948783

Hoobler, J. M., Hu, J., & Brass, D. J. (2011). Abusive supervision and turnover: The mediating role of
organizational cynicism and moderating role of perceived organizational support. Journal of
Organisational Behavior, 32(6), 956-972. https://doi.org/10.1002/j0b.714

Igbokwe, U. L., Nwokenna, E. N., Eseadi, C., et al. (2019). Intervention for burnout among English
education undergraduates: Implications for curriculum innovation. Medicine, 98(e16219).

Ikpeama, C. (2023). Stressors and coping strategies among working mothers in Nigerian universities:
Implications for social work practice. Journal of Social Work in Developing Societies.

Johnson, D., & Carter, T. (2021). Work-family conflict and organizational cynicism among civil Defence
officers in Lagos, Nigeria. Journal of Applied Psychology, 106(4), 893-912.
https://doi.org/10.1037/apl0000834

Kahn, R. L., Wolfe, D. M., Quinn, R. P., Snoek, J. D., & Rosenthal, R. A. (1964). Organizational stress:
Studies in role conflict and ambiguity. New York: John Wiley & Sons.

Kakar, A., Meyer, N., Khan, M. A., & Durrani, D. K. (2022). Work-life balance practices and organizational
cynicism: The mediating role of person-job fit. Frontiers in Psychology.
https://doi.org/10.3389/fpsyg.2022.979666

Kalagan, G. (2009). The relationship between organizational support perceptions of research assistants and
organizational cynics attitudes. Antalya: Akdeniz University Social Sciences Institute Unpublished
Master Thesis.

Kalagan, G., & Aksu, B. (2010). Organizational cynicism of the research assistants: A case of Akdeniz
University. Procedia - Social and Behavioral Sciences, 2(2), 4820-4825.

Karatepe, O. M., & Efe, R. (2022). Emotional exhaustion, organizational cynicism, and turnover intentions
among frontline employees in the public sector. International Journal of Public Administration,
45(8), 673-685. https://doi.org/10.1080/01900692.2021.1981137

Khan, A. N., Moin, M. F., Khan, N. A., & Zhang, C. (2021). Perceived organizational justice as a moderator
between abusive supervision and organizational cynicism. Creativity and Innovation Management,
30(4), 610—623. https://doi.org/10.1111/caim.12481

Khan, S., Qureshi, J. A., & Islam, S. (2020). How perceived organizational support mitigates the impact of
organizational cynicism on turnover intentions. Journal of Management & Organization, 26(5), 733-
748. https://doi.org/10.1017/jm0.2019.6

Kiazad, K., Kraimer, M. L., & Seibert, S. E. (2019). Abusive supervision and emotional exhaustion: An
examination of team-member exchange as a mediator. Journal of Business and Psychology, 34(1),
75-89. https://doi.org/10.1007/s10869-018-9530-x

Kim, J., Kim, M., & Yun, S. (2020). Abusive supervision, cynicism, and emotional exhaustion: An

extension of conservation of resources theory. International Journal of Environmental Research and
Public Health, 17(14), 5250. https://doi.org/10.3390/ijerph17145250

Kim, S. S., Kim, M. Y., & Yun, H. J. (2020). Abusive supervision and organizational cynicism: The
mediating role of emotional exhaustion and work-family conflict. Asia Pacific Journal of Human
Resources, 58(4), 568-585. https://doi.org/10.1111/1744-7941.12241

Caritasuniversityjournals.org/cjpbs


https://doi.org/10.1080/1359432X.2021.1948783
https://doi.org/10.1002/job.714
https://doi.org/10.1037/apl0000834
https://doi.org/10.3389/fpsyg.2022.979666
https://doi.org/10.1080/01900692.2021.1981137
https://doi.org/10.1111/caim.12481
https://doi.org/10.1017/jmo.2019.6
https://doi.org/10.1007/s10869-018-9530-x
https://doi.org/10.3390/ijerph17145250
https://doi.org/10.1111/1744-7941.12241

CJPBS, Volume 3, Issue 2 (2025) 58
Kim, S. Y., & Beehr, T. A. (2020). Can empowering leaders reduce emotional exhaustion? A study of

abusive supervision, empowerment, and emotional exhaustion. Journal of Leadership &
Organizational Studies, 27(1), 79-91. https://doi.org/10.1177/1548051819880953

Kim, W., & Wang, J. (2020). Emotional exhaustion and organizational cynicism: Exploring the moderating
roles of organizational trust and perceived job security. Journal of Organizational Behavior, 41(5),
484-499. https://doi.org/10.1002/j0b.2430

Kossek, E. E., Hammer, L. B., Kelly, E. L., & Moen, P. (2021). Designing work, family & health
organizational change initiatives. Journal of Occupational Health Psychology, 26(4), 374-387.
https://doi.org/10.1037/0cp0000284

Koutsimani, P., Montgomery, A., & Georganta, K. (2019). The relationship between burnout, depression,
and anxiety: A systematic review and meta-analysis. Frontiers in Psychology, 10, 284.
https://doi.org/10.3389/fpsyg.2019.00284

Lee, Y., Kim, M., & Park, J. (2021). The effects of emotional exhaustion and organizational cynicism on job
performance: The mediating role of employee engagement. International Journal of Environmental
Research and Public Health, 18(6), 2967. https://doi.org/10.3390/ijerph 18062967

Leiter, M. P., & Maslach, C. (2019). Emotional exhaustion and organizational cynicism in the education
sector: A Canadian study. Journal of Educational Psychology, 111(5), 899-910.
https://doi.org/10.1037/edu0000401

Lian, H., Ferris, D. L., Morrison, R., & Brown, D. J. (2014). Blame it on the supervisor: Emotional
exhaustion and the role of abusive supervision. Journal of Applied Psychology, 99(4), 883-897.
https://doi.org/10.1037/a0035315

Lian, H., Lance Ferris, D., & Brown, D. J. (2012). Does taking the good with the bad make things worse?
How abusive supervision and leader—-member exchange interact to impact need satisfaction and

organizational deviance. Organizational Behavior and Human Decision Processes, 117(1), 41-52.
https://doi.org/10.1016/j.0bhdp.2011.10.003

Liao, C., Wayne, S. J., Liden, R. C., & Meuser, J. D. (2017). Idiosyncratic deals and individual effectiveness:
The moderating role of abusive supervision. Journal of Applied Psychology, 102(6), 1159-1173.
https://doi.org/10.1037/apl0000212

Liu, J., Kwan, H. K., Wu, L. Z., & Mao, Y. (2020). Abusive supervision and subordinate performance: A
moderated mediation model of mindfulness and work stressors. Journal of Occupational and
Organizational Psychology, 93(2), 406-430. https://doi.org/10.1111/joop.12311

Liu, W., Liao, H., & Loi, R. (2012). The dark side of leadership: A three-level investigation of the cascading
effect of abusive supervision on employee creativity. Academy of Management Journal, 55(5), 1187-
1212. https://doi.org/10.5465/amj.2010.0407

Liu, X., Wang, H., & Liu, Y. (2021). The effect of emotional exhaustion on job performance: The role of
work engagement and organizational justice. Frontiers in Psychology, 12, 651586.
https://doi.org/10.3389/fpsyg.2021.651586

Mackey, J. D., Frieder, R. E., Brees, J. R., & Martinko, M. J. (2017). Abusive supervision: A meta-analysis
and empirical review. Journal of Management, 43(6), 1940-1965.
https://doi.org/10.1177/0149206315573997

Caritasuniversityjournals.org/cjpbs


https://doi.org/10.1177/1548051819880953
https://doi.org/10.1002/job.2430
https://doi.org/10.1037/ocp0000284
https://doi.org/10.3389/fpsyg.2019.00284
https://doi.org/10.3390/ijerph18062967
https://doi.org/10.1037/edu0000401
https://doi.org/10.1037/a0035315
https://doi.org/10.1016/j.obhdp.2011.10.003
https://doi.org/10.1037/apl0000212
https://doi.org/10.1111/joop.12311
https://doi.org/10.5465/amj.2010.0407
https://doi.org/10.3389/fpsyg.2021.651586
https://doi.org/10.1177/0149206315573997

CJPBS, Volume 3, Issue 2 (2025) 59
Mackey, J. D., McAllister, C. P., Maher, L. P., & Wang, G. (2021). Abusive supervision and employee

creativity: The role of self-regulatory focus and the creative process. Journal of Organizational
Behavior, 42(1), 58-75. https://doi.org/10.1002/j0b.2469

Mansour, N., & Tremblay, D. (2021). Work-family conflict and organizational cynicism in Canadian
workers across sectors. Future Business Journal, 7(5), 25-40. https://doi.org/10.1186/s43093-021-
00074-7

Martinko, M. J., Harvey, P., Brees, J. R., & Mackey, J. D. (2013). A review of abusive supervision research.
Journal of Organizational Behavior, 34(S1), S120-S137. https://doi.org/10.1002/j0b.1880

Maslach, C., & Jackson, S. E. (1981). The measurement of experienced burnout. Journal of Occupational
Behavior, 2(2), 99-113.

Mazzetti, G., Schaufeli, W. B., & Guglielmi, D. (2021). Work-family conflict, job-related stress, and well-
being: The moderating role of support at work. Work & Stress, 35(4), 343-364.
https://doi.org/10.1080/02678373.2020.1817501

McCormack, D., & Cotter, T. (2021). Emotional exhaustion in the workplace: The impact of job demands,
job control, and social support. Journal of Applied Psychology, 106(3), 388-397.
https://doi.org/10.1037/apl0000809

Michel, J. S., Kotrba, L. M., & Mitchelson, J. K. (2019). The role of work-family conflict in shaping
organizational cynicism in the education sector. Educational Psychology, 40(5), 639-658.
https://doi.org/10.1080/01443410.2019.1576854

Mitchell, M. S., & Ambrose, M. L. (2007). Abusive supervision and workplace deviance and the moderating
effects of negative reciprocity beliefs. Journal of Applied Psychology, 92(4), 1159-1168.

Mohammadi, F., & Farahani, M. (2023). Emotional exhaustion and organizational cynicism in Iran’s
manufacturing industry. Middle East Journal of Management Studies.

Moin, A., Wei, H., Khan, M., Ali, H., & Chang, P. (2021). Exploring abusive supervision and organizational
cynicism in the Indian corporate sector. Emerald Insight. https://doi.org/10.1108/JOEPP-01-2020-
0010

Mojsa-Kaja, J., Golonka, K., & Marek, T. (2021). Job burnout and emotional exhaustion: The moderating
role of cognitive-behavioral coping strategies. International Journal of Environmental Research and
Public Health, 18(12), n6281. https://doi.org/10.3390/ijerph18126281

Moliner, C., Martinez-Tur, V., Ramos, J., & Peird, J. M. (2005). Organizational justice and extrarole
customer service: The mediating role of well-being at work. European Journal of Work and
Organizational Psychology, 14(2), 177-198.

Netemeyer, R. G., Maxham, J. G., & Pullig, C. (2018). Work-family conflict and organizational cynicism in
the retail sector. Journal of Retailing and Consumer Services, 51(4), 210-229.
https://doi.org/10.1016/].jretconser.2018.10.005

Nnubia, U., Ibeanu, V., & Okechukwu, F. (2022). Socio-economic and household characteristics associated
with work-family conflict among female primary school teachers in Enugu State, Nigeria. University
of Nigeria, Nsukka.

Nohe, C., Meier, L. L., Sonntag, K., & Michel, A. (2015). The chicken or the egg? A meta-analysis of
longitudinal studies of the relationship between work-family conflict and strain. Journal of Applied
Psychology, 100(2), 522-536. https://doi.org/10.1037/a0038012

Caritasuniversityjournals.org/cjpbs


https://doi.org/10.1002/job.2469
https://doi.org/10.1186/s43093-021-00074-7
https://doi.org/10.1186/s43093-021-00074-7
https://doi.org/10.1002/job.1880
https://doi.org/10.1080/02678373.2020.1817501
https://doi.org/10.1037/apl0000809
https://doi.org/10.1080/01443410.2019.1576854
https://doi.org/10.1108/JOEPP-01-2020-0010
https://doi.org/10.1108/JOEPP-01-2020-0010
https://doi.org/10.3390/ijerph18126281
https://doi.org/10.1016/j.jretconser.2018.10.005
https://doi.org/10.1037/a0038012

CJPBS, Volume 3, Issue 2 (2025) 60
Nweke, I. E. (2021). Exploring the impact of emotional exhaustion on job satisfaction among civil defence

officers in Nigeria: The moderating role of job autonomy. African Journal of Employment Relations,
45(3), 214-234.

Nwosu, ., & Chukwuemeka, E. (2021). Economic instability, organizational cynicism, and employee
disengagement in the Nigerian private sector. African Journal of Business and Economic Research,
16(3), 23-39.

Okeke, C. E. (2021). Work-family conflict, emotional exhaustion, and organizational outcomes in the
Nigerian public sector. Journal of African Management, 12(2), 45-63.

Okeke, M. N. (2021). Work-family conflict, job burnout, and organizational cynicism among public sector
workers: The Nigerian context. Public Personnel Management, 50(3), 361-385.
https://doi.org/10.1177/0091026020987810

Okorie, N. C., & Emeh, 1. E. (2021). Abusive supervision and its impact on job satisfaction among public
sector employees in Nigeria. Journal of Public Administration Research and Theory, 31(1), 54-67.
https://doi.org/10.1093/jopart/muaa030

Olowookere, E. 1., Adekeye, O. A., & Ishola, A. A. (2022). Work-family conflict and mental well-being
among employees in Nigeria: The mediating role of job satisfaction. Journal of African Psychology,
38(1), 44-60. https://doi.org/10.1080/14330237.2021.1959401

Oludayo, O. A., Falola, H. O., & Omoniyi-Oyafunke, R. (2018). Gender, family roles, and work-family
conflict in Nigeria: Implications for employee engagement and performance. Journal of Human
Resource Management, 3(2), 28-35.

Oluwatosin, A., & Oluseyi, B. (2021). Burnout and organizational cynicism in Lagos healthcare workers.
Journal of Workplace Psychology.

Onyeishi, I. (2020). Organizational justice and work-family conflict as predictors of workplace deviance
among university staff. University of Nigeria, Nsukka. Retrieved from https://unn.edu.ng

Polat, A., & Kutanis, Z. (2022). Emotional exhaustion and organizational cynicism in Turkey's education
sector. International Journal of Educational Leadership.

Pradhan, S., Srivastava, A., & Mishra, S. (2020). Abusive supervision and employee performance: An
examination of mediating and moderating factors. Journal of Leadership and Organizational Studies,
27(3), 234-248. https://doi.org/10.1177/1548051820908320

Qian, J., & Lin, Z. (2018). The impact of abusive supervision on organizational cynicism in Taiwan’s
hospitality industry. International Journal of Hospitality Management, 75(1), 43-52.
https://doi.org/10.1016/].ijhm.2018.03.013

Qian, J., Song, B., & Wang, B. (2020). Abusive supervision and workplace deviance: The moderating role
of mindfulness. Journal of Business Ethics, 162(4), 897-915. https://doi.org/10.1007/s10551-018-
3963-2

Rousseau, D. M. (1989). Psychological and implied contracts in organizations. Employee Responsibilities
and Rights Journal, 2(2), 121-139. https://doi.org/10.1007/BF01384942

Sato, S., Liu, Y., & Ikeda, A. (2021). Work-family conflict and insomnia symptoms among women working
in aged care services in Japan. Sleep Medicine, 82, 155—158.
https://doi.org/10.1016/].sleep.2021.03.034

Caritasuniversityjournals.org/cjpbs


https://doi.org/10.1177/0091026020987810
https://doi.org/10.1093/jopart/muaa030
https://doi.org/10.1080/14330237.2021.1959401
https://unn.edu.ng
https://doi.org/10.1177/1548051820908320
https://doi.org/10.1016/j.ijhm.2018.03.013
https://doi.org/10.1007/s10551-018-3963-2
https://doi.org/10.1007/s10551-018-3963-2
https://doi.org/10.1007/BF01384942
https://doi.org/10.1016/j.sleep.2021.03.034

CJPBS, Volume 3, Issue 2 (2025) 61
Schaufeli, W. B., & Bakker, A. B. (2004). Job demands, job resources, and their relationship with burnout

and engagement: A multi-sample study. Journal of Organizational Behavior, 25(3), 293-315.
https://doi.org/10.1002/j0b.248

Schaufeli, W. B., Leiter, M. P., Maslach, C., & Jackson, S. E. (2018). Maslach burnout inventory (4th ed.).
In M. J. Drent & D. L. Meece (Eds.), Measuring stress and burnout in the workplace (pp. 41-60).
Elsevier.

Schaufeli, W. B., Taris, T. W., & van Rhenen, W. (2018). Emotional exhaustion and organizational
cynicism in public administration: A study in the Netherlands. Public Administration Review, 78(4),
556-568. https://doi.org/10.1111/puar.12994

Schaufeli, W., et al. (2023). Emotional exhaustion and its impact on organizational cynicism among nurses.
Journal of Nursing Management.

Schyns, B., & Schilling, J. (2013). How bad are the effects of bad leaders? A meta-analysis of destructive
leadership and its outcomes. The Leadership Quarterly, 24(1), 138-158.
https://doi.org/10.1016/j.leaqua.2012.09.001

Shin, H., Hur, W. M., & Kim, H. (2020). The impact of job demands and job control on work engagement
and emotional exhaustion: The mediating role of perceived social support. International Journal of
Environmental Research and Public Health, 17(7), 2484. https://doi.org/10.3390/ijerph17072484

Shockley, K. M., Shen, W., DeNunzio, M. M., Arvan, M. L., & Knudsen, E. A. (2017). Disentangling the
relationship between work-family conflict and work outcomes: A meta-analysis. Journal of Applied
Psychology, 102(7), 1039-1065. https://doi.org/10.1037/apl0000246

Shoss, M. K., Eisenberger, R., Restubog, S. L. D., & Zagenczyk, T. J. (2013). Blaming the organization for
abusive supervision: The roles of perceived organizational support and supervisor's organizational
embodiment. Journal of Applied Psychology, 98(1), 158-168. https://doi.org/10.1037/a0030687

Tariq, H., Jan, F. A., & Ahmad, M. (2021). The dark side of leadership: How abusive supervision affects
organizational silence, stress, and job performance. Journal of Management & Organization, 27(1),
133-154.

Tepper, B. J. (2000). Abusive Supervision Scale [Database record]. APA PsycTests.
https://doi.org/10.1037/t11760-000

Tepper, B. J. (2000). Consequences of abusive supervision. Academy of Management Journal, 43(2), 178-
190.

Tepper, B. J. (2007). Abusive supervision in work organizations: Review, synthesis, and research agenda.
Journal of Management, 33(3), 261-2809.

Tepper, B. J., Duffy, M. K., Henle, C. A., & Lambert, L. S. (2020). Abusive supervision and organizational
cynicism among healthcare professionals in the United States. Journal of Applied Psychology, 105(8),
811-826. https://doi.org/10.1037/apl0000473

Toppinen-Tanner, S., Kalimo, R., & Mutanen, P. (2020). The process of burnout in emotional labor: The
role of job demands and personal resources. Burnout Research, 9, 100014.
https://doi.org/10.1016/j.burn.2020.100014

Tziner, A., Rabenu, E., Radomski, R., & Belkin, A. (2020). Work-family conflict, emotional exhaustion, and
cynicism among public sector employees: The mediating role of perceived organizational support.
Journal of Human Resources in Administration, 9(2), 38-49.

Caritasuniversityjournals.org/cjpbs


https://doi.org/10.1002/job.248
https://doi.org/10.1111/puar.12994
https://doi.org/10.1016/j.leaqua.2012.09.001
https://doi.org/10.3390/ijerph17072484
https://doi.org/10.1037/apl0000246
https://doi.org/10.1037/a0030687
https://doi.org/10.1037/t11760-000
https://doi.org/10.1037/apl0000473
https://doi.org/10.1016/j.burn.2020.100014

CJPBS, Volume 3, Issue 2 (2025) 62
Ugwu, C. C. (2021). Work-family conflict and job embeddedness among bank workers in Nigeria.
Academia.edu. Retrieved from https://www.academia.edu

Ugwuegbu, C., & Onyekwelu, N. (2022). Abusive supervision and employee turnover intentions: A study of
Nigerian banking sector. International Journal of Organizational Behavior and Leadership, 8(4), 12-
27.

Vercruyssen, A., & Van de Putte, B. (2018). Work-family conflict and organizational cynicism in Belgian
working mothers. European Sociological Review, 34(2), 123-137.

Vickovic, S., & Morrow, W. (2020). The influence of work-family conflict on emotional exhaustion and
organizational cynicism among police officers. Journal of Police and Criminal Psychology, 35(1),
85-95. https://doi.org/10.1007/s11896-019-09340-2

Wang, L., & Zhang, Y. (2023). Burnout and cynicism among teachers in Beijing. Asia-Pacific Education
Researcher.

Whitman, M. V., Halbesleben, J. R. B., & Holmes, O. (2014). Abusive supervision and feedback avoidance:
The mediating role of emotional exhaustion. Journal of Organizational Behavior, 35(1), 38-53.
https://doi.org/10.1002/j0b.1852

Wu, P, Liu, Y., & Lu, L. (2019). Abusive supervision and organizational cynicism: Evidence from China’s
retail industry. Asian Business & Management, 18(3), 267-286. https://doi.org/10.1057/s41291-018-
00067-7

Xanthopoulou, D., Bakker, A. B., & Demerouti, E. (2020). Emotional exhaustion and organizational
cynicism in the banking sector in Greece. Occupational Health Psychology, 25(3), 234-248.
https://doi.org/10.1037/0¢cp0000218

Xu, A.J.,, Loi, R., & Lam, L. W. (2015). The bad boss takes it all: How abusive supervision and leader—
member exchange interact to influence employee silence. The Leadership Quarterly, 26(5), 763—774.

Xu, Z., Zhang, J., & Chan, S. (2020). A systematic review of the antecedents and outcomes of abusive
supervision. Journal of Management Research, 20(2), 42-56.

Yildirim, A., & Tanrikulu, Z. (2023). Healthcare worker burnout and organizational cynicism: A cross-
sectional study. Journal of Healthcare Leadership.

Yucel, D., & Chung, Y. W. (2021). The impact of work-family conflict on employee emotional exhaustion:
A longitudinal study. Journal of Family Issues, 42(5), 1-21.

Zhu, W., Sosik, J. J., Riggio, R. E., & Yang, B. (2019). The impact of ethical leadership on follower
behavior: The mediating role of organizational cynicism and job engagement. Journal of Leadership
& Organizational Studies, 26(3), 311-323.

Zia, H., Moin, F., & Chang, C. (2022). Emotional exhaustion as a mediator between abusive supervision and
organizational cynicism in the manufacturing sector. Journal of Applied Psychology, 107(5), 690-
702.

Caritasuniversityjournals.org/cjpbs


https://www.academia.edu
https://doi.org/10.1007/s11896-019-09340-2
https://doi.org/10.1002/job.1852
https://doi.org/10.1057/s41291-018-00067-7
https://doi.org/10.1057/s41291-018-00067-7
https://doi.org/10.1037/ocp0000218

	Table 2: Hierarchical Multiple Regression Predicti
	References

