[image: image1.jpg]



Mansoura University
Faculty of Commerce

Business Administration Department

Organizational Cynicism as a Mediator in The Relationship Between Toxic Leadership and Psychological Withdrawal

Applied to education and hospitals sectors staff at Mansoura University
Submitted by
Hoda Abd El-Halim Hassan

Supervisors

	Prof. Dr. 
Gad Alrab Abd El-Samee Hassanin 
	
	Dr. 
Ahmed Mohamed El-Setouhi

	Professor of Business Administration
Faculty of Commerce, Mansoura University
	
	Lecturer of Business Administration Faculty of Commerce, Mansoura University


2019

Central library
Abstract
	Call No : 
	Department: 
Business Administration
	Faculty: Commerce

	Date:  /   /2019
	Degree: PhD.
	Author: Hoda Abd El-Halim Hassan Ali Khayal

	Title: Organizational cynicism as mediator in the relationship between toxic leadership and psychological withdrawal "Applied to education and hospitals sectors staff at Mansoura University"

	Abstract

This study investigated the relationship between toxic leadership and psychological withdrawal through organizational cynicism, Data were collected from 411 education and hospitals staff at Mansoura University. The study employed path analysis using Warppls5 to test research hypotheses. 
The findings showed that there is a significant positive effect of toxic leadership dimensions on organizational cynicism, and the most one affecting employees organizational cynicism was unpredictability followed by authoritarian  leadership and  then self-promotion.

 The results also showed a significant positive effect of organizational cynicism on psychological withdrawal, and a significant positive effect of toxic leadership dimensions on psychological withdrawal and the most one affecting employees psychological withdrawal was unpredictability followed by self-promotion and  then authoritarian  leadership and finally, The results showed that there is a significant indirect effect of toxic leadership dimensions on psychological withdrawal through organizational cynicism except narcissism had no significant indirect effect. So, the fourth  hypothesis was partially accepted.
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Introduction:

Previous studies focused on examining positive leadership behaviors ( Özdemir & Erkutlu, 2018 ; Kellerman, 2004 ; Hunter et al. 2007).But many researchers begun to studying negative   leadership behaviors, and examining  how these negative leadership behaviors affect work outcomes (Conger, 1990; Fraher, 2016; Higgs, 2009; Pyc, 2011 Tepper et al., 2007).
Additionally,many studies examining one type of negative leadership called toxic leadership (Goldman, 2011; Lipman - Blumen,2005;  Gallus et  al., 2013 ; Pelletier, 2009; Pelletier,2010 ; Özer & Uğurluoğlu,2017; Dobbs & Do,2018 ).  This attention due to  its negative impact on organizations and employees, where leads to high turnover, reduced productivity and impact on employees innovative (March, 2015; Wilson- 2003; Reed 2004), and also leads to low self-esteem, decreased job satisfaction, and subordinates who work under toxic leadership are less involved in organizational citizenship behaviors (Tepper, 2007; Reed & Bullis, 2009; Rafferty & Restubog, 2011).
Moreover, a review of previous studies revealed that they were interested in examining the relationship between negative patterns of toxic leadership and cynical student  attitudes (Dobbs, 2014), Other studies have focused on examining the relationship between abusive supervision and cynicism (Bakker & Heuven, 2006), and a negative feeling towards supervisor and organizational cynicism (Burries et al., 2008; Pyc, 2011).
In addition to that,studies indicate that organizational cynicism is associated with many factors that threaten the success of the organization and leads to negative consequences for employees and organization, Whereas  the higher the level of employee cynicism, the higher the level of job dissatisfaction, and the cynicism negatively correlates with organizational commitment and organizational citizenship behaviors (Abraham, 2000; Fitzgerald, 2000) and the negative aggressive behaviors of leaders positively affect cynicism. (Leary, 2010).
And so, studies focused on investigating the relationship between cynicism and withdrawal behaviors (Perrewe & Zellars, 1999; Bedeian, 2007; Brotheridge & Grandy, 2002).

Finally, this study contributes to the literature of toxic leadership and if toxic leader behaviors lead to employees psychological withdrawal through mediating organizational cynicism.
Second: Study problem
Based on the results of pilot study, the researcher pointed out the problem of study in the following questions:
1- What is the effect of toxic leadership dimensions on organizational cynicism of education and hospitals  staff sectors  at Mansoura University?
2- What is the effect of organizational cynicism on psychological withdrawal of education and hospitals staff sectors  at Mansoura University?

3- What is the effect of toxic leadership dimensions  on psychological withdrawal of education and hospitals staff sectors  at Mansoura University?
4- What is the indirect effect of toxic leadership  dimensions on psychological withdrawal  of education and hospitals staff sectors  at Mansoura University when mediating organizational cynicism?

Third: Study objectives

The present study aims to achieve the following objectives:

1- Measuring the direct effect of toxic leadership dimensions on organizational cynicism of education and hospitals staff sectors at Mansoura University.
2- Measuring the direct effect of organizational cynicism on psychological withdrawal of education and hospitals staff sectors at Mansoura University.

3- Measuring the direct effect of toxic leadership dimensions on psychological withdrawal of education and hospitals staff sectors at Mansoura University.

4- Measuring the indirect effect of toxic leadership dimensions on psychological withdrawal of education and hospitals staff sectors at Mansoura University through mediating  organizational cynicism.

Fourth: Study hypotheses:

In order to achieve study objectives, the following hypotheses were formulated:

1-There is a significant positive effect of toxic leadership dimensions on organizational cynicism.
This hypothesis is divided into the following sub- hypotheses:

H1a: There is a significant positive effect of self-promotion on organizational cynicism.
H1b: There is a significant positive effect of abusive supervision on organizational cynicism.
H1c: There is a significant positive effect of unpredictability on organizational cynicism.
H1e: There is a significant positive effect of narcissism on organizational cynicism.
H1i: There is a significant positive effect of authoritarian leadership on organizational cynicism.
H2: Organizational cynicism has a significant positive effect on psychological withdrawal.
H3: There is a significant positive effect of toxic leadership dimensions on psychological withdrawal.
This hypothesis is divided into the following sub- hypothesis:
H3a: There is a significant positive effect of self-promotion on psychological withdrawal.
H3b: There is a significant positive effect of abuse supervision on psychological withdrawal.
H3c: There is a significant positive effect of unpredictability on psychological withdrawal. 
H3e: There is a significant positive effect of narcissism on psychological withdrawal.
H3i: There is a significant positive effect of the authoritarian leadership on psychological withdrawal.
H4: There is a significant positive effect of toxic leadership dimensions on psychological withdrawal through mediating organizational cynicism.
Fifth: Study methodology 
It includes the required data, sources of access, measuring study variables, study population and sample, and the method of drawing the sample unites, and then the pilot test of the questionnaire, as follows:

This study used two types of data sources: secondary data and primary data , study population include:
· Education sector include:
1-  Faculty members and their assistants ,their total number is 5582. 
2-  Employees of Mansoura university faculties , their total number is 9798.
· Hospitals sectoer include: 
1- Employees in hospitals and medical centers at Mansoura University , their total number  is 14167.
Sample Type:
A randomized stratified sample was used on the basis of proportional distribution due to the availability of the conditions of its use, lack of homogeneity between the population unites with regard to the characteristics required to be studied and the existence of a framework for research population, The sample size was determined at 95% confidence level and within the standard error of 5%, the sample size in great population ranging from 10,000 to 100,000 is 383 according to(Saunders et al., 2016). 
The researcher adopted in the collection of field study data from the primary sources a list of survey has specially set up for this purpose according to previous studies, the list includes a set of questions to measure the study variables. Toxic leadership was measured using (Schmidt, 2008) scale, organizational cynicism was measured using (Brandes, 1997; Pugh et al., 2003; Eaton, 2000) scale, psychological withdrawal was measured using(Lehman & Simpson ,1992)scale.   The relative weight of each questionnaire item  was measured using the Likert scale quintet.
The researcher used descriptive statistical methods (mean, standard deviation) to describe study variables using SPSS Ver22 Statistical Package for Social Sciences,and path coffecines analysis methods to test study hypotheses using Wrap PLS5 program.

Sixth: Study results

The main results of the Study can be represented as follows:

1- There is a significant positive effect of toxic leadership dimensions on organizational cynicism.

2- There is a significant positive effect of organizational cynicism on psychological withdrawal. 
3- There is a significant  positive effect of toxic leadership dimensions on psychological withdrawal.
4-There is an indirect effect of toxic leadership dimensions(self-promotion, abusive supervision, unpredictability) on psychological withdrawal through organizational cynicism and narcissism has no indirect effect so the fourth  hypothesis was partially accepted.
Seventh: Study recommendations:
In accordance with study results revealed, the researcher can provide the following recommendations and implementation mechanism as follows:

1- The need to reduce toxic leadership behaviors  because of its impact on the level of  organizational cynicism among employees, and also improve awareness among managers and individuals in leadership positions, both in the education or hospitals sectors about  the impact of toxic leadership on organizational cynicism.
2- Managers are in need to improve their behaviors, And that can be done through:

· Holding training programs for leaders to improve their communication and interpersonal skills and develop leadership capabilities of individuals as one of the upgrade to the requirements of leadership positions.
· Enhancing awareness among leaders and supervisors concerning the importance of leadership behaviors and practices through continuous training on those behaviors, and that human resources management should intensify training programs .
· Develop programs and criteria to measure personal characteristics of leaders because of its significant impact on subordinates, and taking into account leadership skills as necessary to fill leadership positions. 
3- The need to reduce the level of organizational cynicism because of         its  negative impact on work, and that can be done through:

· Establishing transparency rules by achieving effective communication between management and employees, which creates a state of Employees' trust in management and that helps to reduce their level of cynicism .
· Holding periodic meetings with employees and providing them with information about decisions and commitment to implement it.

· The need to promote justice, and non-discrimination among employees.
· The management should avoid unsuccessful Initiatives because  the failure to achieve it creates a state of mistrust in the management among employees.
· The need to create workplace environment that reduces the psychological withdrawal of university employees by involving the staff in making decisions and pay attention to their opinions, ideas and suggestions ,and decisions must be written to move away from the mystery.
· Mangers should take care of employees, encourage them and provide them with assistance.

· Management of colleges and hospitals at the university should increase the awareness of those who in leadership positions about concepts of human resources such as toxic leadership, organizational cynicism and psychological withdrawal, which lead to negative effects. This is can be done by attending them training courses related to these concepts to development their behaviors.

· Holding training courses in the field of human resources to raise leaders awareness about the importance of their role in influencing Psychological withdrawal and organizational cynicism.
Eighth : Suggestions for future research
The researcher suggests conducting research related to the study variables as follows:
1- Mediating cognitive and emotional dissonance in the relationship between toxic leadership and counterproductive behavior.
2- Conduct a comparative study between public and private universities to test the current study variables.
3- Psychological terror as mediator between toxic leadership and organizational silence. 
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