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ABSTRACT

From the perspective of social exchange and the conservation of resources theories, the current study 
investigated the effect of toxic leadership on employee cyberloafing behaviour via the mediating 
role of emotional exhaustion and the moderating role of organisational commitment. SPSS models 
1:moderation, 4: mediation, and 14: moderation mediation of PROCESS Hayes were used to evaluate 
the data from 357 employees of the Chinese corporate sector. The results show a positive relation 
between toxic leadership and cyberloafing, and emotional exhaustion mediates this relationship. 
Further, organisation commitment moderates the indirect, interactive effect of toxic leadership and 
emotional exhaustion on cyberloafing. The model was tested using 3-wave data; however, since 
the data were attained from a single source, the problem of common method bias cannot be ruled 
out. To avoid or lessen instances of cyberloafing behaviour and encourage good working attitudes, 
organisations must also take action and develop regulations governing internet use in the workplace.
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INTRODUCTION

The internet, an essential aspect of industry operations (Tandon et al., 2021), can significantly impact 
the productivity and efficiency of both employees and organisations (Koay & Soh, 2018b). While the 
internet may facilitate employees’ work, they may also use it to unwind during working hours. This 
will, in turn, compromise their ability to do their jobs (Andel et al., 2019). While at work, employees 
often cyberloaf on social media platforms like Facebook, YouTube, and WhatsApp (Koay & Soh, 
2018b). This negative habit impacts organisational productivity and professional responsibilities 
(Zhong et al., 2022).

The number of workers who regularly use social networking sites via e-gadgets and mobile 
phones has increased by approximately 84.1% (Koay & Soh, 2018a). Gökçearslan et al. (2018) found 
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that workers spend two hours per day on social media and non-work activities. Tandon et al. (2021) 
noted that employers may have a difficult time stopping employees from engaging in cyberloafing 
habits. Workplace productivity suffers when workers are too absorbed in their personal lives, which 
is detrimental to the organisation (Pindek et al., 2018).

There are many reasons employees practice cyberloafing behaviour in the workplace. As Reed 
(2004) noted, “toxic leadership is a type of leadership that is destructive to members of a team and the 
overall workplace” (p. 66). The leader’s toxic behaviour can influence employees’ attitudes and actions. 
The employees mindset may change from a constructive to destructive approach when leaders display 
intimidating behaviour toward subordinates (Bani-Melhem et al., 2020). Employees’ destructive 
approaches include turnover intention, anxiety, cyberloafing, and deviant or counterproductive work 
behaviours. Toxic leaders tend to be overconfident and arrogant. They view themselves as infallible. 
They scorn subordinates who dare to reprimand or disagree with their direction (Labrague, 2021).

Research has shown that the negative effect of toxic leadership on employee outcomes is at least 
as significant as the positive impact of constructive leadership practices (Mehta & Maheshwari, 2013). 
Misuse of power in the workplace has been linked to a range of negative effects on employee stress, 
absenteeism, job satisfaction, productivity, and loyalty (Zaman et al., 2022). Still, there is much to 
study regarding an individual’s feelings or behaviours related to their experience with toxic leadership.

Long-term, regular contact with toxic leaders increases stress and lowers employee well-being 
(Bani-Melhem et al., 2020). Employees who face toxic leadership feel abused and frustrated. Those 
who have worked with toxic leaders for an extended period tend to have poor self-worth and self-
efficacy (Paton, 2021). Toxic leaders who shout, criticise, or ridicule subordinates will also increase 
emotional exhaustion, leading to behaviours that relieve stress. According to Gaines and Jermier 
(1983), “emotional exhaustion is a state of feeling emotionally worn-out and drained as a result of 
accumulated stress from your personal or work life, or a combination of both” (p. 568).

Using the social exchange theory (SET) and conservation of resources theory (COR), this study 
will examine cyberloafing behaviour that results from toxic leadership and emotional exhaustion. 
These theories suggest that positive relationships between leaders and subordinates are crucial to 
an organisation (Snow et al., 2021). Employees subjected to verbal abuse at work are less likely 
to demonstrate strong perform and more likely to indulge in cyberloafing as a means to escape 
their stress (Khan, Saeed et al., 2021; Saqib & Arif, 2017). The COR theory states that emotional 
exhaustion plays a role in the relationship between cyberloafing and toxic leadership. Employees 
become psychologically disturbed and weary from their work when placed under too much stress. 
Thus, employees engage in cyberloafing behaviours (Saleem et al., 2021).

Employees become emotionally exhausted due to the regular use of abusive language and toxic 
leadership. These actions impact day-to-day responsibilities at work and in their personal lives (Dicke 
et al., 2022; Halbesleben & Bowler, 2007). Employees who are subjected to undue stress are less 
likely to focus on their work. They become demotivated. As a result, workers indulge in non-work 
activities like cyberloafing to relieve their tensions and stay engaged. According to Koay and Soh 
(2018b), workplace ostracism reduces employee interest, which impacts organisational performance 
and increases emotional exhaustion (Abukhait et al., 2022). Cyberloafing is a form of retribution for 
their unjust treatment (Kayani & Alasan, 2021).

According to the findings of this research, organisational commitment may act as a buffer against 
the link between toxic leadership and cyberloafing caused by emotional exhaustion. This study argues 
that the effect of toxic leadership on cyberloafing due to emotional exhaustion is mitigated by an 
employee’s level of organisational commitment (Amri & Ramdani, 2021). This work contributes to the 
body of knowledge in several ways. First, the study investigates how leadership impacts employees’ 
behaviours and cyberloafing. Leaders who are knowledgeable and effective in their respective fields 
can motivate their followers (Alshuaibi et al., 2015). Effective leadership can reduce deviant conduct, 
guiding an organisation in the right direction (Erkutlu & Chafra, 2018). If leaders are unable to change 
an organisation’s laws and regulations, they can still demonstrate respect, decency, and integrity. 
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These behaviours influence employees’ habits and reduce cyberloafing activities. However, the 
opposite occurs when faced with toxic leadership (Al-Hawari et al., 2021). Second, as an alternative 
theoretical explanation for the relationship between toxic leadership and cyberloafing, the study 
examines the role of emotional exhaustion as a mediator between cyberloafing and toxic leadership. 
This relationship has only been examined through the perspective of psychological capital (Agarwal 
et al., 2021, Bani-Melhem et al., 2020). Third, the study investigates the role of organisational 
commitment in moderating the link between toxic leadership and cyberloafing. The study provides 
actionable advice for managers to deal with cyberloafing habits in the corporate workplace (Quratulain 
& Bani-Melhem, 2020). See Figure 1.

This article includes an introduction, literature review, and development of hypotheses. The 
methodology is discussed and results are analyzed. The article concludes with a discussion of 
the implications.

LITERATURE REVIEW

SET
SET, the primary theory used in management research, explains the interaction between employees 
and their attitudes or behaviours at work (Blau, 1964a). This theory proposes that individuals are 
inclined to behave in ways that elicit favourable responses from others by assessing the rewards and 
losses associated with a situation (Blau, 1964b). Regarding employee comfort and wants, this theory 
shows that workers will follow their feelings and needs (Cropanzano et al., 2017). Treating workers 
with dignity and respect increases motivation; abusive treatment during work hours results in lower 
levels of motivation and satisfaction and an increase in non-work activities (Westphal et al., 2012). 
Productivity (organisation and employee) is directly linked to a leader’s behaviour and attitude. 
Appreciation and rewards are effective tools for engaging employees and diverting their attention 
from social media (Lambe et al., 2001).

Perceived organisational support (POS) has been long understood in terms of SET. The benefits 
of POS are seen as reciprocal. Employees who feel their employer is supportive are more likely 
to reciprocate (Mohammad et al., 2021). High POS has been linked, under certain conditions, to 
increased organisational citizenship behaviour, improved job performance, and reduced absenteeism. 
Researchers have perceived POS as the “quality” of the social exchange between an employee and 
employer. Additionally, leader-member exchange (LMX) has been viewed as the exchange relationship 
between an employee and their supervisor (Cropanzano et al., 2017).

COR
According to COR (Hobfoll, 2011), individuals constantly attempt to identify, obtain, and maintain 
their resources. These include objects, energies, or personal qualities. This paradigm explains how 

Figure 1. Conceptual framework
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individuals behave when there is a threat of loss, actual loss, or absence of an anticipated increase in 
resources. The response often takes the form of withdrawal until they can recover enough resources 
to manage the loss. 

Using the COR, this article argues that working under toxic leadership is stressful because it 
results in a perceived loss of resources for the employee. Specifically, employees give in to a helpless 
condition because they have little control over their conduct and are threatened or punished by 
leadership’s actions. Individuals lose interest in their work and refrain from expressing themselves 
when they believe they are being coerced into doing duties that lack intrinsic value. Cyberloafing 
serves as a stress relief, allowing users to avoid further depletion of their resources as they indulge 
in a favorite pastime.

A recent meta-analysis on toxic leadership highlighted the need for research to understand the 
mechanisms behind how and why toxic leadership styles are detrimental to subordinates (Hattab et al., 
2022). The study revealed that there have been very few studies on the impact of toxic leadership on 
employee performance. This underlines the need to investigate how subordinates’ poor performance 
is caused by destructive leaders. 

The current research aims to contribute to this field by exploring the underlying mechanism of 
the relationship between toxic leadership and job performance through the lens of work alienation 
(Hadadian & Zarei, 2016). The mechanism is theorised using the COR, which suggests that individuals 
with stronger psychological resources are better able to cope with toxic leaders. These leaders are 
characterised by the abuse of their leadership power and use of tactics likes intimidation, threats, and 
reprimands. The study shows that toxic leadership leads to a decline in job performance. In addition, 
work alienation mediates this relationship (Hadadian & Sayadpour, 2018). Table 1 illustrates different 
behaviours within the toxic leadership style.

DEVELOPMENT OF HYPOTHESES

Toxic Leadership and Cyberloafing
Toxic leadership behaviours may be intemperate, arrogant, self-promoting, or degrading. Toxic 
leadership behaviour affects employees in a negative way (Zhu et al., 2021). Due to destructive 
behaviours, employees engage in non-work activities like cyberloafing to preserve their resources. 
One study showed the interconnectedness of cyberloafing and toxic leadership (Usman et al., 2021). 
Due to a hostile workplace culture, employees resort to cyberloafing to relieve stress.

According to the COR, an organisation’s productivity and employee performance are associated 
with maintaining a healthy, pleasant atmosphere for both the employer and employee (Tandon et al., 

Table 1.

Toxic Leadership Behavior Author(s)

Arrogant Suthatorn and Charoensukmongkol (2022)

Autocratic Abukhait et al. (2022)

Discriminatory Al-Hawari et al. (2021)

Irritable Saqib and Arif (2017)

Unrealistic expectations Hadadian and Zarei (2016)

Hierarchical Alshuaibi et al. (2015)

Incompetent Halbesleben and Bowler (2007)

Lack of confidence Luthans (2005)



Journal of Organizational and End User Computing
Volume 35 • Issue 1

5

2021). When a leader abuses their employee, it impacts workers in a variety of ways, including loss 
of self-esteem and morale in the workplace (Zoghbi-Manrique-de-Lara et al., 2019). Some employees 
spend time on the internet and social media platforms. When in this situation, employees are more 
likely to be dissatisfied with their work and put in fewer hours (Tandon et al., 2021). When exploited 
workers put in less effort at work and engage in cyberloafing, they postpone projects and exact 
vengeance on their employer (Agarwal et al., 2021). In addition, an organisation is deprived of one of 
its most valuable resources. Its rivals can then gain an advantage by recruiting their skilled workers.

H1: There is a positive relationship between toxic leadership and cyberloafing.

Toxic Leadership and Emotional Exhaustion
Employees’ emotional exhaustion is a direct consequence of interpersonal treatment. Being exposed 
to stressful conditions at work might lead to feelings of exhaustion (Malik et al., 2019). When 
individuals face a toxic leader, they have feelings of helplessness, demoralisation, stress, and anxiety. 
It has been shown that toxic leadership has a negative impact on employees’ perceptions of justice 
in the workplace.

Toxic leadership leads to emotional exhaustion (Bani-Melhem et al., 2022; Khakpour, 2019). 
Toxic leaders provide less emotional support to targeted employees. This, in turn, impacts the 
targeted employee’s interactions with colleagues and productivity in the workplace (Bhandarker 
& Rai, 2019; Hattab et al., 2022; Watkins & Walker, 2021). Continuous misbehaviours by a 
supervisor can cause the employee to escape their exhaustion through non-work activities. This 
helps the employee cope with job stress and abusive behaviours (Khan et al., 2019). According 
to the COR, constant abuse from a toxic leader results in psychological pressures on employee. 
Previous research indicates that toxic management causes harm to the psychological well-being 
of employees (Hadadian & Sayadpour, 2018).

H2: There is a positive relationship between toxic leadership and emotional exhaustion.

Emotional Exhaustion as a Mediator
Exhaustion is a complicated condition that may lead to a decline in mental and physical functions. It 
is characterised by a loss of attentiveness and difficulty concentrating (Charoensukmongkol & Puyod, 
2022). According to the COR, when subjected to abusive language from a supervisor, an employee 
will face emotional, physical, and psychological exhaustion (Charoensukmongkol & Phungsoonthorn, 
2022; Charoensukmongkol & Puyod, 2022). Research has shown that employees who are subjected 
to elevated stress levels will get exhausted more quickly (Khassawneh et al., 2023). Similarly, an 
individual’s degree of exhaustion the day before has a substantial impact on their level of exhaustion 
the day after (Charoensukmongkol, 2022).

Exhausted employees are more prone to distractions like cyberloafing (Khakpour, 2019; Liu 
& Zhang, 2022; Maqbool et al., 2023; Rahaei & Salehzadeh, 2020; Lim et al., 2020). This type of 
distraction is used to avoid interactions with leadership to protect self-esteem and health (Hadadian 
& Sayadpour, 2018). Toxic leadership and emotional exhaustion have a positive relationship when 
employees are psychologically drained. Toxic leaders constantly abuse a targeted employee for petty 
tasks (Hadadian & Zarei, 2016). According to studies, hostile behaviour among employees is more 
common in workplaces with a lack of amicable communication and collaboration (Malik et al., 2019).

Hence, it is proved that:

H3: The connection between toxic leadership and cyberloafing is mediated by emotional exhaustion.



Journal of Organizational and End User Computing
Volume 35 • Issue 1

6

Organisational Commitment as a Moderator
Organisational commitment is a behaviour in which employees want to do good work for the 
organisation (To & Huang, 2022). Luthans (2005) stated that organisational commitment is an 
individual’s aspiration to be a long-term employee, demonstrating efficiency and effectiveness on the 
organisation’s behalf. This type of employee is inclined to agree with the organisation’s objectives 
and values. This commitment is one way the employee identifies with their work environment (Goetz 
& Wald, 2022).

It is hypothesised that employees with high degrees of organisational commitment are less 
influenced by emotional exhaustion and less engaged in cyberloafing (Niaei et al., 2014). These 
individuals are connected to their work through incentives like monetary advantages and personal 
motivation (Lim et al., 2020). Employees who better manage the negative impacts of stress and stay 
focused on their duties find that commitment is a valuable resource (Aladwan et al., 2021; Khan et 
al., 2022). According to Hensel and Kacprzak (2020), employees who lack commitment are more 
prone to burnout and workplace stress. Additionally, Tandon et al. (2021) concluded that employees 
who are devoted to their tasks are less affected by changes in supervisor behaviour. Cyberloafing, 
on the other hand, has been suggested by some to be less common among emotionally exhausted 
personnel who are committed to their employer (Çınar & Karcıoğlu, 2015; Saeed et al., 2022). Hence:

H4: Emotional exhaustion and cyberloafing are positively correlated. This correlation will be weak 
when organisational commitment is high.

Integrated Model
It is hypothesised that the impact of toxic leadership on cyberloafing as a result of emotional 
exhaustion varies according to the level of organisational commitment. Workers with lower levels 
of engagement are more likely to be emotionally exhausted and engage in cyberloafing when they 
are in an environment with toxic leadership (Durak, 2020; Lim et al., 2020). For example, research 
has shown that individuals with a low level of commitment to their organisation are more likely to 
suffer stress and exhaustion on the job (Mehta & Maheshwari, 2013; Mohammad & Darwish, 2022a).

Workers lose interest in their work if they do not believe they are contributing to the organisation. 
In addition, toxic leadership has a detrimental effect on employees’ obligations to the organisation 
(Yaghi, 2019). According to studies, when organisational commitment is low, the indirect effect of 
toxic leadership on cyberloafing via emotional exhaustion will be weak due to strong organisational 
commitment (Khan, Ali et al., 2021; Kilic & Günsel, 2019). Thus:

H5: The strength of the mediated relation between toxic leadership and cyberloafing (through 
emotional exhaustion) will depend on the organisational commitment. The indirect effect of 
toxic leadership on cyberloafing will be weaker when the organisational commitment is high.

METHODOLOGY

Sample and Procedure
Measures
The data were collected from employees in four companies in the corporate sector via convenience 
sampling. The data collection was done through a time lag study to eliminate the common method 
bias (Podsakoff et al., 2003). The study contacted 443 employees after receiving official approval 
from the organisations. Before distributing the questionnaire, unique codes were allocated to each 
respondent. This allowed the study to trace each respondent through the data collection phases. First, 
demographic factors and information on the independent variable (toxic leadership) were collected. 
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The response rate was 422 (95.25%). For the second time, data were collected for the dependent 
variable (cyberloafing) with a response rate of 389 (87.81%). Data regarding the mediating variables 
(emotional exhaustion) and moderator variable (organisational commitment) were collected for the 
third time from the same respondents in which data were collected for the first and second times. 
This stage received 371 responses (95.37%). Overall, the study linked data from the three stages. 
It removed 14 questionnaires with missing values. Finally, the study had 357 valid questionnaires.

The participants had an average age of 37.442 years (standard deviation = 9.15), an average 
length of service with the company of 5.42 years (standard deviation = 7.75), and an average length 
of service with a leader of 3.2 years (standard deviation = 3.23). Of the participants, 41.2% were 
currently employed in leadership positions. Of the sample, 76.9% were male. A total of 49% of the 
respondents held master’s degrees, 31% held bachelor’s degrees, and 20% held other degrees.

Toxic Leadership
The toxic leadership scale included 15 items derived from Schmidt (2008). Sample items included: 
(1) accepts credit for successes that do not belong to him/her; (2) acts only in the best interest of his/
her next promotion; and (3) has explosive outbursts.

Cyberloafing
Cyberloafing was measured using a seven-item scale developed by Lim (2002). Sample items included: 
(1) check my personal information at work; and (2) check non-work e-mail at work.

Emotional Exhaustion
Emotional exhaustion was measured using a nine-item scale developed by Maslach and Jackson 
(1981). The sample item for this scale was: “I feel emotionally drained by my work.”

Organisational Commitment
Organisational commitment was measured using a three-item scale (Giauque & Varone, 2019). The 
sample item for this scale was: “I am proud to tell others that I am part of this organization.”

Control Variable
Gender (female 0, male 1), experience, and education were control variables because past studies 
indicated that they significantly influence cyberloafing (Khan, Saeed et al., 2021; Lim et al., 2020).

Results
Common Method Variance (CMV)
Survey-based research was used to avoid CMV, particularly when the same method was used to 
collect data for independent and dependent variables from the same source. Statistical tests were 
used to identify the severity of CMV. First, the correlation matrix in Table 3 shows that CMV is not 
a problem because none of the correlations are more than 0.9 (Bagozzi et al., 1991). Second, the 
study carried out a comprehensive examination of collinearity suggested by Kock (2015). Table 4 
shows that the risk of CMV is very low in this research because the variance inflation factor values 
were less than 10 (Field, 2013). Third, the study performed a series of factor analyses to confirm 
model fitness as shown in Table 2.

Factor Analysis
The findings of the fit indices for toxic leadership, cyberloafing, emotional exhaustion, and 
organisational commitment are shown in Table 2. It can be seen that the confirmatory fit indices for 
the four factors were satisfactory: χ2 = 3474, df = 1214, χ2/df = 2.86, TLI = .91, CFI = .90, SRMR 
= 0.05, CFI = .92, and RMSEA = .06.
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To find convergent validity, the study examined composite reliability (CR) and average variance 
extracted (AVE). The results show that values were in the acceptable range (CR > 0.60 and AVE 
> 0.50) (Bagozzi & Yi, 1988). In addition, the study compared maximum shared variance (MSV) 
with AVE to assess discriminant validity. The results show that AVE values were greater than MSV 
values. Hence, Table 2 shows that discriminant validity is established (Fornell & Larcker, 1981).

Mean, Standard Deviation, Reliability, and Correlation
The variables in Table 2 have alpha values greater than 0.70. This indicates high reliability. A 
correlation study aims to determine the degree of similarity between two or more independent 
variables. All of the variables in the research exhibited a degree of satisfactory internal consistency. 
The correlations between them went in the predicted directions. The correlation between toxic 
leadership and cyberloafing is (r = .455**). The correlation between toxic leadership and emotional 
exhaustion is (r = .335**). The correlation between toxic leadership and organisational commitment 
is (r = .325**). Cyberloafing to organisational commitment is (r = .221**).

Table 2. Results of Confirmatory Factor Analysis

Model X2 df X2/df TLI CFI RMSEA SRMR

Hypothesised four-factor model 3474 1214 2.86 .91 .90 .06 .05

Three-factor model: 5490 1232 4.45 .73 .63 .11 .10

Two-factor model: 3856 1237 3.11 .56 .44 .17 .15

One-factor model 5647 1247 4.52 .42 .31 .31 .17

Note: X2 = normal-theory weighted least-squares Chi-square. TLI is the Tucker-Lewis fit index, CFI is the comparative fit index, RMSEA is the root-mean 
square error of approximation, and SRMR is the standardised root-mean-square residual.

Table 3. Mean, Standard Deviation, Correlations and Reliability

Variables Mean SD 1 2 3 4

1.Gender 2.40 .51 -

2.Age 2.56 .65 .023

3.Experience 2.51 .71 .059 .001

4.Education 3.04 .56 -.022 .034 -.016

5.Toxic Leadership 3.74 .73 -.013 .042 .001 .436**

6.Cyberloafing 3.83 .64 -.021 .013 .024 .360**

7. Organisation Commitment 3.33 .74 .002 .042 .020 .115*

8.Emotional Exhaustion 3.41 .68 .011 .011 .013 .249*

Note: *. Correlation is significant at the 0.05 level (2-tailed). **. Correlation is significant at the 0.01 level (2-tailed).

Table 4. A full collinearity test

Toxic Leadership Cyberloafing Emotional 
Exhaustion

Organisation 
Commitment

Variance Inflation 
Factor (VIF) 1.270 1.257 1.558 1.823
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Analysis
Direct Relationship and Mediation Analysis
A positive and significant relation between toxic leadership and cyberlaofing (β = .59, t = 6.80 p < 
0.000) and toxic leadership and emotional exhaustion (β = 0.41, t = 7.56, p < 0.000) was shown in 
Table 4. This supports hypothesis 1 and 2. Further, the study examines the mediating role of emotional 
exhaustion by using PROCESS macro Model 4 (Hayes, 2013). The PROCESS macro is a statistical 
tool that may be introduced as a modification to statistical programmes like SPSS. It is used to conduct 
regression analyses that include a variety of mediator, moderator, and covariate combinations. The 
results illustrate that emotional exhaustion mediates the proposed relationship (Effect = 0.36, SE = 
0.10, LLCI = 0.1377, and ULCI = 0.4557). This supports hypothesis 3 (see Table 5).

Moderation Analysis
The PROCESS macro Model 1 (Hayes, 2013) has been applied to test the moderation. Table 6 
shows the moderating effects of organisational commitment between emotional exhaustion and 
cyberloafing (b = -.1181, SE = .0412, t = -2.8673, p = .0044, [LLCI = .0371 ULCI = .1992]). This 
support hypothesis H3a (see Figure 2). Moderator values are the mean and ±1 SD, LLCI lower 
limit 95% confidence interval, and ULCI upper limit 95% confidence interval. The study tested the 
moderated mediation by analysing a combined model in which the value of a moderator (in this case 
organisational commitment) conditions the strength of the association between toxic leadership and 
cyberloafing due to emotional exhaustion. The interaction effect of toxic leadership and emotional 
exhaustion on cyberloafing through organisational commitment is significant. The conditional indirect 
effect is significant (β .0787, p < .01, LLCI = .0371, ULCI = .1992) as revealed by boots trapped 
results (see Table 7).

DISCUSSION

According to the findings of this study, toxic leadership styles have a positive correlation with 
cyberloafing. The SET posits that a positive attitude on the part of both the employee and employer is 
required to create a pleasant work environment. When employees experience mistreatment from their 
leader, they may engage in activities unrelated to work like cyberloafing (Mohammad et al., 2021). As 
noted by Hadadian and Zarei (2016), toxic leadership impacts the performance of the employee and 
the organisation. The COR explains how toxic leadership can lead to emotional exhaustion and stress 
among employees. It suggests that toxic leadership reduces employee motivation and productivity 
(Bhandarker & Rai, 2019; Kurtulmuş, 2020). When a leader displays an aggressive demeanor toward 
their employees, it can have negative effects on professional and personal lives (Weiss & Cropanzano, 
1996; Winn & Dykes, 2019).

According to this study, emotionally exhausted employees are more likely to engage in 
cyberloafing. Those who are devoted to their employers are less likely to demonstrate this behaviour. 
Thus, the moderating influence of organisational commitment may be at play. Dedicated employees 
have substantial professional loyalty and a deep connection with the organisation. Therefore, they 

Table 5. Direct paths and mediation

IV→M M→DV IV→M→DV IV→DV

β t β t β t β t

.41*** 7.56 .63*** 8.43 .36*** 5.41 .59*** 6.80

(LLCI=0.1377, and ULCI=0.4557)

Note(s): ***p < 0.001; (IV: Toxic Leadership, M: Emotional Exhaustion, DV: Cyberloafing)
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would not want to engage in behaviour detrimental to the organisation. In a similar vein, employees 
who are not committed to their organisations are more likely to engage in cyberloafing when feeling 
high levels of emotional exhaustion. This is because these individuals are not as engaged in their 
organisations and may leave at any time (Saeed et al., 2022; Webster et al., 2016).

This study concluded that the influence of emotional exhaustion as a mediator of the connection 
between toxic leadership and cyberloafing is tempered by an individual’s commitment to their 
organisation. Toxic leadership and emotional exhaustion occur in workers with low commitment 
to their organisation (Khassawneh et al., 2022). Organisational commitment buffers the detrimental 
influence of toxic leadership on employee cyberloafing behaviour (Khassawneh & Abaker, 2022; 

Table 6. Moderation

Model B SE T p LLCI ULCI

Constant 2.5178 .3967 6.3471 .0000 1.7373 3.2982

Emotion 
Exhaustion -.2157 .1297 -1.6633 .0972 -.4707 .0394

Organisation 
C. .1409 .1374 1.0259 .3057 -.1293 .4112

Interaction .1181 .0412 2.8673 .0004 .0371 .1992

Figure 2. Moderation Examination

Table 7. Bootstrap Result of Moderated Mediation

Moderator 
(Organisation 
Commitment)

Level Conditional indirect 
effect Boot LL 95% BootUL 95%

Low 3.0000 .2436 .0787 .0947 .4085

High 4.3422 .3122 .1055 .1196 .5316

Note: Moderator values are the mean and ± 1 SD
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Saeed et al., 2022). If an organisation fails to address toxic leadership, workers will gradually lose 
their trust in the company and turn to cyberloafing. Cyberloafing offers mistreated employees an 
opportunity to take a short mental break from a stressful environment (Akca, 2017; Mohammad 
& Khassawneh, 2022b).

Most organisations find that cyberloafing is a leading impact for organisational productivity. 
Employees’ job responsibilities will be negatively impacted when seeking online entertainment 
or news during work time. This study found that many public sector companies have locked the 
access to some websites. This, in turn, will prevent employees from spending time online or 
cyberloafing in their attempt to avoid emotionally draining circumstances (Andel et al., 2019; 
Khassawneh & Elrehail, 2022).

Practical Implication
Many organisations rely on the internet to reduce resources and increase production. Organisational 
operations use the internet to improve employee communication and enhance employee effectiveness. 
However, some workers take advantage of this digital opportunity by participating in non-work 
activities like cyberloafing (Koay & Soh, 2018b). Therefore, companies must investigate the 
circumstances that lead employee to engage in these behaviours.

The findings of this study indicate that toxic leadership is a primary factor in cyberloafing. 
According to the SET, an employee will become weary if treated unfairly. They will then engage 
in behaviours that reduce the effects of their exhaustion (Blau, 1964b). Leaders, therefore, play 
a significant role in creating a pleasant working atmosphere to decrease employees’ non-work 
behaviours. When creating a pleasant atmosphere in the workplace, leaders should pay attention to 
employees’ self-esteem. In addition, organisations should forumulate online policies in the workplace 
to prevent or reduce cyberloafing behaviours and promote healthy attitudes. These factors will 
contribute to the long-term success of the organisation (Bhandarker & Rai, 2019; Saeed et al., 2022).

Theoretical Implication
The current literature on toxic leadership, emotional exhaustion, cyberloafing, and the moderating 
role of organisational commitment includes many theoretical contributions from this study. First, 
it was shown that emotional exhaustion caused by toxic leadership is a real phenomenon in China. 
This validates the results of prior studies in the same setting. Organisations must, therefore, provide 
a safe channel for employees to report toxic leaders (Akca, 2017). Second, this study found that 
organisational commitment moderated the connection between emotional exhaustion and cyberloafing 
(Durak, 2020). Prior research has demonstrated a positive association between psychological stress 
and cyberloafing. Organisational commitment influences the intensity of the relationship, which 
has not been studied by previous studies (Hadadian & Sayadpour, 2018). Emotional exhaustion and 
cyberloafing are very similar. Employers must ensure that workers are not under long-term stress 
because it can negatively affect their health and performance (Kayani & Alasan, 2021). Third, 
organisations must strengthen their engagement efforts with employees. This study found that the 
impact of toxic leadership on cyberloafing through emotional exhaustion differed depending on 
workers’ organisational commitment. Fourth, according to the SET and COR, cyberloafing results 
from emotional exhaustion caused by toxic leadership. As a result, employees are more likely to 
experience stress and burnout due to toxic leadership. In turn, cyberloafing is used to alleviate 
stress by restoring their resources in a virtual environment. Many organisations view cyberloafing 
as a negative aspect of employee productivity. According to this study, cyberloafing may be used 
as an emotion-focused coping method. Cyberloafing is more common among employees who are 
mistreated by leaders on a regular basis. These employees seek a break to recharge their emotional 
batteries (Maqbool et al., 2023).

The negative consequences of cyberloafing should not be overlooked; however, the benefits 
should also be considered. Cyberloafing is difficult to eradicate from the workplace. Therefore, 
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companies may want to allow employees an opportunity to indulge in a brief period of cyberloafing 
as a micro-break to combat emotional exhaustion (Koay & Soh, 2019; Khassawneh, & Abaker, 2022).

Limitations and Future Direction
Certain limitations come with this study. First, the data for this research came from individuals in the 
corporate sector in China. Therefore, the findings cannot be generalised to other sectors or nations. 
The research model could be replicated on samples from sectors like information technology, banking, 
and textiles. Second, the monitoring system used to gather data was comprehensive. It did not record 
all instances of cyberloafing because employees may have used devices like mobile phones or tablets 
that were not linked to the organisation’s internet. Third, future research may want to explore potential 
moderators (i.e., harmonious passion, job crafting) to explain the direct relationship between toxic 
leadership and cyberloafing. Fourth, this study did not incorporate emotional exhaustion as a control 
variable in the regression analysis. This is a major mediator of the association between toxic leadership 
and cyberloafing. Emotional exhaustion as a control variable should be included in future research 
to limit the possibility of false results.

CONCLUSION

Toxic leadership has consequences that negatively impact both the psychological well-being of 
employees and the productivity of the organisation. Toxic leaders want to build their teams with 
submissive, compliant employees. In doing so, toxic leaders can control the workplace atmosphere 
for their own benefit. Toxic leadership has detrimental effects on employees, including mental, 
emotional, and physical distress. As a result, a common behaviour associated with toxic leadership 
is emotional exhaustion. Employees then turn to cyberloafing to protect their mental satisfaction.

In conclusion, the results of this study support the claim that employees’ level of commitment to 
their organisation moderates the effect of toxic leadership on cyberloafing via emotional exhaustion. 
Employees with poor organisational commitment are more prone to cyberloafing if they are exhausted 
by toxic leadership. Organisational productivity is negatively affected when workers are involved in 
non-work activities like cyberloafing. Thus, toxic leadership has substantial negative implications 
on employee performance and overall organisational efficiency.

ETHICAL STANDARDS

All procedures performed in studies involving human participants were in accordance with the ethical 
standards of the institutional and national research committee and with the 1964 Helsinki declaration 
and its later amendments or comparable ethical standards.



Journal of Organizational and End User Computing
Volume 35 • Issue 1

13

REFERENCES

Abukhait, R., Shamsudin, F. M., Bani-Melhem, S., & Al-Hawari, M. A. (2022). Obsessive-compulsive personality and 
creative performance: The moderating effect of manager coaching behavior. Review of Managerial Science, •••, 1–22.

Agarwal, U. A., Avey, J., & Wu, K. (2021). How and when abusive supervision influences knowledgehiding 
behavior: Evidence from India. Journal of Knowledge Management.

Akca, M. (2017). The impact of toxic leadership on intention to leave of employees. International Journal of 
Economics. Business and Management Research, 1(4), 285–298.

Al-Hawari, M. A., Bani-Melhem, S., & Shamsudin, F. M. (2021). Does employee willingness to take risks 
affect customer loyalty? A moderated mediation examination of innovative behaviors and decentralization. 
International Journal of Contemporary Hospitality Management. Advance online publication. doi:10.1108/
IJCHM-08-2020-0802

Aladwan, M., Muala, I., & Salleh, H. (2021). Cyberloafing as a mediating variable in the relationship between 
workload and organizational commitment. Management Science Letters, 11(3), 1013–1022. doi:10.5267/j.
msl.2020.9.041

Alshuaibi,  et al.. (2015). Alshuaibi, A. S., Mohd Shamsudin, F., & Alshuaibi, M. S. I. (2015). Internet misuse 
at work in Jordan: Challenges and implications. Proceedings of the 3rd Convention of the World Association of 
Business Schools in Islamic Countries (WAiBS), Malaysia, 70-80.

Amri, A., & Ramdani, Z. (2021). Effect of organization commitment, work motivation, and work discipline 
on employee performance (case study: Pt. pln (persero) p3b Sumatera upt Padang). International Journal of 
Educational Management and Innovation, 2(1), 88–99. doi:10.12928/ijemi.v2i1.3183

Andel, S. A., Kessler, S. R., Pindek, S., Kleinman, G., & Spector, P. E. (2019). Is cyberloafing more complex 
than we originally thought? Cyberloafing as a coping response to workplace aggression exposure. Computers 
in Human Behavior, 101, 124–130. doi:10.1016/j.chb.2019.07.013

Bagozzi, R. P., & Yi, Y. (1988). On the evaluation of structural equation models. Journal of the Academy of 
Marketing Science, 16(1), 74–94. doi:10.1007/BF02723327

Bagozzi, R. P., Yi, Y., & Phillips, L. W. (1991). Assessing construct validity in organizational research. 
Administrative Science Quarterly, 36(3), 421–458. doi:10.2307/2393203

Bani-Melhem, S., Abukhait, R., & Bourini, I. F. (2022). How and when does centralization affect the likelihood 
of passive leadership? Leadership and Organization Development Journal, 43(4), 533–549. doi:10.1108/LODJ-
10-2021-0492

Bani-Melhem, S., Al-Hawari, M. A., & Quratulain, S. (2020). Leader-member exchange and frontline employees’ 
innovative behaviors: The roles of employee happiness and service climate. International Journal of Productivity 
and Performance Management.

Bani-Melhem, S., Shamsudin, F. M., Abukhait, R. M., & Quratulain, S. (2020). Paranoid personality and frontline 
employee’s proactive work behaviours: A moderated mediation model of empathetic leadership and perceived 
psychological safety. Journal of Service Theory and Practice.

Bhandarker, A., & Rai, S. (2019). Toxic leadership: Emotional distress and coping strategy. International Journal 
of Organization Theory and Behavior, 22(1), 65–78. doi:10.1108/IJOTB-03-2018-0027

Blau, P. M. (1964a). Exchange and power in social life. John Wiley and Sons.

Blau, P. M. (1964b). Justice in social exchange. Sociological Inquiry, 34(2), 193–206. doi:10.1111/j.1475-
682X.1964.tb00583.x

Charoensukmongkol, P. (2022). Supervisor-subordinate guanxi and emotional exhaustion: The moderating effect 
of supervisor job autonomy and workload levels in organizations. Asia Pacific Management Review, 27(1), 
40–49. doi:10.1016/j.apmrv.2021.05.001

Charoensukmongkol, P., & Phungsoonthorn, T. (2022). The interaction effect of crisis communication and social 
support on the emotional exhaustion of university employees during the COVID-19 crisis. International Journal 
of Business Communication, 59(2), 269–286. doi:10.1177/2329488420953188

http://dx.doi.org/10.1108/IJCHM-08-2020-0802
http://dx.doi.org/10.1108/IJCHM-08-2020-0802
http://dx.doi.org/10.5267/j.msl.2020.9.041
http://dx.doi.org/10.5267/j.msl.2020.9.041
http://dx.doi.org/10.12928/ijemi.v2i1.3183
http://dx.doi.org/10.1016/j.chb.2019.07.013
http://dx.doi.org/10.1007/BF02723327
http://dx.doi.org/10.2307/2393203
http://dx.doi.org/10.1108/LODJ-10-2021-0492
http://dx.doi.org/10.1108/LODJ-10-2021-0492
http://dx.doi.org/10.1108/IJOTB-03-2018-0027
http://dx.doi.org/10.1111/j.1475-682X.1964.tb00583.x
http://dx.doi.org/10.1111/j.1475-682X.1964.tb00583.x
http://dx.doi.org/10.1016/j.apmrv.2021.05.001
http://dx.doi.org/10.1177/2329488420953188


Journal of Organizational and End User Computing
Volume 35 • Issue 1

14

Charoensukmongkol, P., & Puyod, J. V. (2022). Mindfulness and emotional exhaustion in call center agents in 
the Philippines: Moderating roles of work and personal characteristics. The Journal of General Psychology, 
149(1), 72–96. doi:10.1080/00221309.2020.1800582 PMID:32748707

Çınar, O., & Karcıoğlu, F. (2015). The relationship between cyber loafing and organizational citizenship behavior: 
A survey study in Erzurum/Turkey. Procedia: Social and Behavioral Sciences, 207, 444–453. doi:10.1016/j.
sbspro.2015.10.114

Cropanzano, R., Anthony, E. L., Daniels, S. R., & Hall, A. V. (2017). Social exchange theory: A critical review 
with theoretical remedies. The Academy of Management Annals, 11(1), 479–516. doi:10.5465/annals.2015.0099

Dicke, T., Parker, P. D., Guo, J., Basarkod, G., Marsh, H. W., Deady, M., Harvey, S., & Riley, P. (2022). Ubiquitous 
emotional exhaustion in school principals: Stable trait, enduring autoregressive trend, or occasion-specific state? 
Journal of Educational Psychology, 114(2), 426–441. doi:10.1037/edu0000582

Durak, H. Y. (2020). Cyberloafing in learning environments where online social networking sites are used as 
learning tools: Antecedents and consequences. Journal of Educational Computing Research, 58(3), 539–569. 
doi:10.1177/0735633119867766

Erkutlu & Chafra (2018). Erkutlu, H., & Chafra, J. (2018). Despotic leadership and organizational deviance: 
The mediating role of organizational identification and the moderating role of value congruence. Journal of 
Strategy and management, 11(2), 150-165. 

Field (2013). Field, A. (2013). Discovering statistics using IBM SPSS statistics. sage. 

Fornell, C., & Larcker, D. F. (1981). Structural equation models with unobservable variables and measurement 
error: Algebra and statistics. Sage (Atlanta, Ga.).

Gaines, J., & Jermier, J. M. (1983). Emotional exhaustion in a high stress organization. Academy of Management 
Journal, 26(4), 567–586. doi:10.2307/255907

Giauque, D., & Varone, F. (2019). Work opportunities and organizational commitment in international 
organizations. Public Administration Review, 79(3), 343–354. doi:10.1111/puar.12951

Goetz, N., & Wald, A. (2022). Similar but different? The influence of job satisfaction, organizational commitment 
and person-job fit on individual performance in the continuum between permanent and temporary organizations. 
International Journal of Project Management, 40(3), 251–261. doi:10.1016/j.ijproman.2022.03.001

Gökçearslan, Ş., Uluyol, Ç., & Şahin, S. (2018). Smartphone addiction, cyberloafing, stress and social support 
among university students: A path analysis. Children and Youth Services Review, 91, 47–54. doi:10.1016/j.
childyouth.2018.05.036

Hadadian, Z., & Sayadpour, Z. (2018). Relationship between toxic leadership and job related affective well-
being: The mediating role of job stress. European Online Journal of Natural and Social Sciences: Proceedings, 
7(1 (s)), 137–145.

Hadadian, Z., & Zarei, J. (2016). Relationship between toxic leadership and job stress of knowledge workers. 
Studies in Business and Economics, 11(3), 84–89. doi:10.1515/sbe-2016-0037

Halbesleben, J. R., & Bowler, W. (2007). Emotional exhaustion and job performance: The mediating role of 
motivation. The Journal of Applied Psychology, 92(1), 93–106. doi:10.1037/0021-9010.92.1.93 PMID:17227154

Hattab, S., Wirawan, H., Salam, R., Daswati, D., & Niswaty, R. (2022). The effect of toxic leadership on turnover 
intention and counterproductive work behaviour in Indonesia public organisations. International Journal of 
Public Sector Management, 35(3), 317–333. doi:10.1108/IJPSM-06-2021-0142

Hayes, A. F. (2013). Mediation, moderation, and conditional process analysis. Introduction to mediation, 
moderation, and conditional process analysis: A regression-based approach (volume 1, p. 20). Guilford.

Hensel, P. G., & Kacprzak, A. (2020). Job overload, organizational commitment, and motivation as antecedents 
of cyberloafing: Evidence from employee monitoring software. European Management Review, 17(4), 931–942. 
doi:10.1111/emre.12407

Hobfoll, S. E. (2011). Conservation of resource caravans and engaged settings. Journal of Occupational and 
Organizational Psychology, 84(1), 116–122. doi:10.1111/j.2044-8325.2010.02016.x

http://dx.doi.org/10.1080/00221309.2020.1800582
http://www.ncbi.nlm.nih.gov/pubmed/32748707
http://dx.doi.org/10.1016/j.sbspro.2015.10.114
http://dx.doi.org/10.1016/j.sbspro.2015.10.114
http://dx.doi.org/10.5465/annals.2015.0099
http://dx.doi.org/10.1037/edu0000582
http://dx.doi.org/10.1177/0735633119867766
http://dx.doi.org/10.2307/255907
http://dx.doi.org/10.1111/puar.12951
http://dx.doi.org/10.1016/j.ijproman.2022.03.001
http://dx.doi.org/10.1016/j.childyouth.2018.05.036
http://dx.doi.org/10.1016/j.childyouth.2018.05.036
http://dx.doi.org/10.1515/sbe-2016-0037
http://dx.doi.org/10.1037/0021-9010.92.1.93
http://www.ncbi.nlm.nih.gov/pubmed/17227154
http://dx.doi.org/10.1108/IJPSM-06-2021-0142
http://dx.doi.org/10.1111/emre.12407
http://dx.doi.org/10.1111/j.2044-8325.2010.02016.x


Journal of Organizational and End User Computing
Volume 35 • Issue 1

15

Kayani, M. B., & Alasan, I. I. (2021). Impact of toxic leadership on counterproductive work behavior with the 
mediating role of psychological contract breach and moderating role of proactive personality. Studies of Applied 
Economics, 39(4). 

Khakpour, A. (2019). Relationship between toxic leadership and emotional exhaustion: Mediating role of 
unethical behavior based on organizational silence. Quarterly Social Psychology Research, 9(34), 103–118.

Khan, J., Ali, A., & Nisar, H. G. (2021). Workplace bullying and intention to leave: The mediating role of 
emotional exhaustion. Business and Economic Review, 13(3), 1–23. doi:10.22547/BER/13.3.5

Khan, J., Saeed, I., Ali, A., & Nisar, H. G. (2021). The mediating role of emotional exhaustion in the relationship 
between abusive supervision and employee cyberloafing behaviour. Journal of Management Research, •••, 
160–178.

Khan, J., Usman, M., Saeed, I., Ali, A., & Nisar, H. (2022). Does workplace spirituality influence knowledge-
sharing behavior and work engagement in work? Trust as a mediator. Management Science Letters, 12(1), 51–66. 
doi:10.5267/j.msl.2021.8.001

Khan, N. Z. A., Imran, A., & Anwar, A. (2019). Destructive leadership and job stress: Causal effect of emotional 
exhaustion on job satisfaction of employees in call centers. International Journal of Information, Business and 
Management, 11(1), 135.

Khassawneh, O., & Abaker, M.-O. S. M. (2022). Human resource management in the United Arab Emirates: 
Towards a better understanding. In HRM in the Global South (pp. 103–128). Springer. doi:10.1007/978-3-030-
98309-3_5

Khassawneh, O., & Elrehail, H. (2022). The effect of participative leadership style on employees’ performance: 
The contingent role of institutional theory. Administrative Sciences, 12(4), 195. doi:10.3390/admsci12040195

Khassawneh, O., Mohammad, T., & Ben-Abdallah, R. (2022). The impact of leadership on boosting employee 
creativity: The role of knowledge sharing as a mediator. Administrative Sciences, 12(4), 175. doi:10.3390/
admsci12040175

Khassawneh, O., Mohammad, T., & Momany, M. T. (2023). Perceived overqualification and job outcomes: The 
moderating role of manager envy. Sustainability, 15(1), 84. doi:10.3390/su15010084

Kilic, M., & Günsel, A. (2019). The dark side of the leadership: The effects of toxic leaders on employees. 
European Journal of Soil Science, 2(2), 51–56.

Koay, K.-Y., & Soh, P. C.-H. (2018a). Does cyberloafing really harm employees’ work performance? An overview. 
Paper presented at the International Conference on Management Science and Engineering Management.

Koay, K.-Y., & Soh, P. C.-H. (2018b). Should cyberloafing be allowed in the workplace? Human Resource 
Management International Digest, 26(7), 4–6. doi:10.1108/HRMID-05-2018-0107

Kock, N. (2015). Common method bias in PLS-SEM: A full collinearity assessment approach. International 
Journal of e-Collaboration, 11(4), 1–10. doi:10.4018/ijec.2015100101

Kurtulmuş, B. E. (2020). Toxic leadership and workplace bullying: The role of followers and possible coping 
strategies. The Palgrave Handbook of Workplace Well-Being, 1-20.

Labrague, L. J. (2021). Influence of nurse managers’ toxic leadership behaviours on nurse‐reported adverse events 
and quality of care. Journal of Nursing Management, 29(4), 855–863. doi:10.1111/jonm.13228 PMID:33617119

Lambe, C. J., Wittmann, C. M., & Spekman, R. E. (2001). Social exchange theory and research on business-to-
business relational exchange. Journal of Business-To-Business Marketing, 8(3), 1–36. doi:10.1300/J033v08n03_01

Lim, P. K., Koay, K. Y., & Chong, W. Y. (2020). The effects of abusive supervision, emotional exhaustion and 
organizational commitment on cyberloafing: A moderated-mediation examination. Internet Research, 31(2), 
497–518. doi:10.1108/INTR-03-2020-0165

Lim, V. K. (2002). The IT way of loafing on the job: Cyberloafing, neutralizing and organizational justice. 
Journal of Organizational Behavior, 23(5), 675–694. doi:10.1002/job.161

http://dx.doi.org/10.22547/BER/13.3.5
http://dx.doi.org/10.5267/j.msl.2021.8.001
http://dx.doi.org/10.1007/978-3-030-98309-3_5
http://dx.doi.org/10.1007/978-3-030-98309-3_5
http://dx.doi.org/10.3390/admsci12040195
http://dx.doi.org/10.3390/admsci12040175
http://dx.doi.org/10.3390/admsci12040175
http://dx.doi.org/10.3390/su15010084
http://dx.doi.org/10.1108/HRMID-05-2018-0107
http://dx.doi.org/10.4018/ijec.2015100101
http://dx.doi.org/10.1111/jonm.13228
http://www.ncbi.nlm.nih.gov/pubmed/33617119
http://dx.doi.org/10.1300/J033v08n03_01
http://dx.doi.org/10.1108/INTR-03-2020-0165
http://dx.doi.org/10.1002/job.161


Journal of Organizational and End User Computing
Volume 35 • Issue 1

16

Liu, L., & Zhang, C. (2022). Cyberloafing at the workplace: Effect of Zhong-Yong thinking on mental health 
and mindfulness as a moderating role. Chinese Management Studies. Advance online publication. doi:10.1108/
CMS-09-2021-0381

Malik, M. S., Sattar, S., Younas, S., & Nawaz, M. K. (2019). The workplace deviance perspective of employee 
responses to workplace bullying: The moderating effect of toxic leadership and mediating effect of emotional 
exhaustion. Review of Integrative Business and Economics Research, 8(1), 33–50.

Maqbool, S., Zafeer, H. M. I., Zeng, P., Mohammad, T., Khassawneh, O., & Wu, L. (2023). The role of diverse 
leadership styles in teaching to sustain academic excellence at secondary level. Frontiers in Psychology, 13, 
1096151. doi:10.3389/fpsyg.2022.1096151 PMID:36698584

Maslach, C., & Jackson, S. E. (1981). The measurement of experienced burnout. Journal of Organizational 
Behavior, 2(2), 99–113. doi:10.1002/job.4030020205

Mehta, S., & Maheshwari, G. C. (2013). Consequence of toxic leadership on employee job satisfaction and 
organizational commitment. Journal of Contemporary Management Research, 8(2).

Mohammad, T., & Darwish, T. K. (2022a). Human resource management in Jordan: Challenges and future 
prospects. HRM in the Global South, 155-187. 

Mohammad, T., Darwish, T. K., Singh, S., & Khassawneh, O. (2021). Human resource management and 
organisational performance: The mediating role of social exchange. European Management Review, 18(1), 
125–136. doi:10.1111/emre.12421

Mohammad, T., & Khassawneh, O. (2022b). The impact of humor on work efficiency at workplace: An empirical 
examination in tourism and hospitality sector in The United Arab Emirates. 

Niaei, M., Peidaei, M. M., & Nasiripour, A. A. (2014). The relation between staff cyberloafing and organizational 
commitment in organization of environmental protection. Kuwait Chapter of the Arabian Journal of Business 
and Management Review, 3(7), 59–71. doi:10.12816/0018272

Paton, C. (2021). We did everything we could: An account of toxic leadership. The International Journal of 
Health Planning and Management, 36(6), 1972–1989. doi:10.1002/hpm.3264 PMID:34231255

Pindek, S., Krajcevska, A., & Spector, P. E. (2018). Cyberloafing as a coping mechanism: Dealing with workplace 
boredom. Computers in Human Behavior, 86, 147–152. doi:10.1016/j.chb.2018.04.040

Podsakoff, P. M., MacKenzie, S. B., Lee, J.-Y., & Podsakoff, N. P. (2003). Common method biases in behavioral 
research: A critical review of the literature and recommended remedies. The Journal of Applied Psychology, 
88(5), 879–903. doi:10.1037/0021-9010.88.5.879 PMID:14516251

Quratulain, S., & Bani-Melhem, S. (2020). Perceived organizational customer orientation and frontline employees’ 
innovative behaviors: Exploring the role of empowerment and supervisory fairness. European Journal of 
Innovation Management, 24(2), 533–552. doi:10.1108/EJIM-08-2019-0233

Rahaei, A., & Salehzadeh, R. (2020). Evaluating the impact of psychological entitlement on cyberloafing: The 
mediating role of perceived organizational justice. Vilakshan-XIMB Journal of Management.

Reed, G. E. (2004). Toxic leadership. Military Review, 84(4), 67–71.

Saeed, I., Khan, J., Zada, M., Ullah, R., Vega-Muñoz, A., & Contreras-Barraza, N. (2022). Towards examining the 
link between workplace spirituality and workforce agility: Exploring higher educational institutions. Psychology 
Research and Behavior Management, 15, 31–49. doi:10.2147/PRBM.S344651 PMID:35027852

Saeed, I., Khan, J., Zada, M., Zada, S., Vega-Muñoz, A., & Contreras-Barraza, N. (2022). Linking ethical 
leadership to followers’ knowledge sharing: Mediating role of psychological ownership and moderating role of 
professional commitment. Frontiers in Psychology, 13, 13. doi:10.3389/fpsyg.2022.841590 PMID:35222218

Saleem, F., Malik, M. I., & Malik, M. K. (2021). Toxic leadership and safety performance: Does organizational 
commitment act as stress moderator? Cogent Business & Management, 8(1), 1960246. doi:10.1080/2331197
5.2021.1960246

Saqib, A., & Arif, M. (2017). Employee silence as a mediator in the relationship between toxic leadership 
behavior and organizational performance. Journal of Managerial Sciences, 11. 

http://dx.doi.org/10.1108/CMS-09-2021-0381
http://dx.doi.org/10.1108/CMS-09-2021-0381
http://dx.doi.org/10.3389/fpsyg.2022.1096151
http://www.ncbi.nlm.nih.gov/pubmed/36698584
http://dx.doi.org/10.1002/job.4030020205
http://dx.doi.org/10.1111/emre.12421
http://dx.doi.org/10.12816/0018272
http://dx.doi.org/10.1002/hpm.3264
http://www.ncbi.nlm.nih.gov/pubmed/34231255
http://dx.doi.org/10.1016/j.chb.2018.04.040
http://dx.doi.org/10.1037/0021-9010.88.5.879
http://www.ncbi.nlm.nih.gov/pubmed/14516251
http://dx.doi.org/10.1108/EJIM-08-2019-0233
http://dx.doi.org/10.2147/PRBM.S344651
http://www.ncbi.nlm.nih.gov/pubmed/35027852
http://dx.doi.org/10.3389/fpsyg.2022.841590
http://www.ncbi.nlm.nih.gov/pubmed/35222218
http://dx.doi.org/10.1080/23311975.2021.1960246
http://dx.doi.org/10.1080/23311975.2021.1960246


Journal of Organizational and End User Computing
Volume 35 • Issue 1

17

Schmidt, A. A. (2008). Development and validation of the toxic leadership scale. University of Maryland.

Snow, N., Hickey, N., Blom, N., O’Mahony, L., & Mannix-McNamara, P. (2021). An exploration of leadership in 
post-primary schools: The emergence of toxic leadership. Societies (Basel, Switzerland), 11(2), 54. doi:10.3390/
soc11020054

Suthatorn, P., & Charoensukmongkol, P. (2022). Effects of trust in organizations and trait mindfulness on 
optimism and perceived stress of flight attendants during the COVID-19 pandemic. Personnel Review. Advance 
online publication. doi:10.1108/PR-06-2021-0396

Tandon, A., Kaur, P., Ruparel, N., Islam, J. U., & Dhir, A. (2021). Cyberloafing and cyberslacking in the workplace: 
Systematic literature review of past achievements and future promises. Internet Research.

To, W. M., & Huang, G. (2022). Effects of equity, perceived organizational support and job satisfaction on 
organizational commitment in Macao’s gaming industry. Management Decision, 60(9), 2433–2454. doi:10.1108/
MD-11-2021-1447

Usman, M., Javed, U., Shoukat, A., & Bashir, N. A. (2021). Does meaningful work reduce cyberloafing? 
Important roles of affective commitment and leader-member exchange. Behaviour & Information Technology, 
40(2), 206–220. doi:10.1080/0144929X.2019.1683607

Watkins, D., & Walker, S. (2021). Victims in the dark shadows: A model of toxic leadership. Journal of 
Organizational Psychology, 21(2), 10.

Webster, V., Brough, P., & Daly, K. (2016). Fight, flight or freeze: Common responses for follower coping with 
toxic leadership. Stress and Health, 32(4), 346–354. doi:10.1002/smi.2626 PMID:25470138

Weiss, H. M., & Cropanzano, R. (1996). Affective events theory. Research in Organizational Behavior, 18(1), 
1–74.

Westphal, J. D., Park, S. H., McDonald, M. L., & Hayward, M. L. (2012). Helping other CEOs avoid bad 
press: Social exchange and impression management support among CEOs in communications with journalists. 
Administrative Science Quarterly, 57(2), 217–268. doi:10.1177/0001839212453267

Winn, G. L., & Dykes, A. C. (2019). Identifying toxic leadership and building worker resilience. Professional 
Safety, 64(03), 38–45.

Yaghi, M. (2019). Toxic leadership and the organizational commitment of senior-level corporate executives. 
Journal of Leadership, Accountability and Ethics, 16(4), 138–152.

Zaman, U., Florez-Perez, L., Anjam, M., Khwaja, M. G., & Ul-Huda, N. (2022). At the end of the world, turn left: 
Examining toxic leadership, team silence and success in mega construction projects. Engineering, Construction, 
and Architectural Management. Advance online publication. doi:10.1108/ECAM-08-2021-0755

Zhong, J., Chen, Y., Yan, J., & Luo, J. (2022). The mixed blessing of cyberloafing on innovation performance 
during the COVID-19 pandemic. Computers in Human Behavior, 126, 106982. doi:10.1016/j.chb.2021.106982 
PMID:34493897

Zhu, J., Wei, H., Li, H., & Osburn, H. (2021). The paradoxical effect of responsible leadership on employee 
cyberloafing: A moderated mediation model. Human Resource Development Quarterly, 32(4), 597–624. 
doi:10.1002/hrdq.21432

Zoghbi-Manrique-de-Lara, P., Viera-Armas, M., & García, G. D. B. (2019). Does supervisors’ mindfulness 
keep employees from engaging in cyberloafing out of compassion at work? Personnel Review, 49(2), 670–687. 
doi:10.1108/PR-12-2017-0384

http://dx.doi.org/10.3390/soc11020054
http://dx.doi.org/10.3390/soc11020054
http://dx.doi.org/10.1108/PR-06-2021-0396
http://dx.doi.org/10.1108/MD-11-2021-1447
http://dx.doi.org/10.1108/MD-11-2021-1447
http://dx.doi.org/10.1080/0144929X.2019.1683607
http://dx.doi.org/10.1002/smi.2626
http://www.ncbi.nlm.nih.gov/pubmed/25470138
http://dx.doi.org/10.1177/0001839212453267
http://dx.doi.org/10.1108/ECAM-08-2021-0755
http://dx.doi.org/10.1016/j.chb.2021.106982
http://www.ncbi.nlm.nih.gov/pubmed/34493897
http://dx.doi.org/10.1002/hrdq.21432
http://dx.doi.org/10.1108/PR-12-2017-0384


Journal of Organizational and End User Computing
Volume 35 • Issue 1

18

APPENDIX

Questionnaires
Age: __________ Gender: ________________

Qualification: _________________ Experience: ______________
Items are rated on a five-point Likert scale response format.
Answers range between 1 = Strongly Disagree and 5 = Strongly Agree.

Toxic Leadership
Items begin with the phrase “My current supervisor …”

Drastically changes his/her demeanor when his/her supervisor is present

1 2 3 4 5

Strongly Disagree Disagree Neutral Agree Strongly Agree

Will only offer assistance to people who can help him/her get ahead

1 2 3 4 5

Strongly Disagree Disagree Neutral Agree Strongly Agree

Accepts credit for successes that do not belong to him/her:

1 2 3 4 5

Strongly Disagree Disagree Neutral Agree Strongly Agree

Holds subordinates responsible for things outside their job description

1 2 3 4 5

Strongly Disagree Disagree Neutral Agree Strongly Agree

Publicly belittles subordinates

1 2 3 4 5

Strongly Disagree Disagree Neutral Agree Strongly Agree

Reminds subordinates of their past mistakes and failures

1 2 3 4 5

Strongly Disagree Disagree Neutral Agree Strongly Agree
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Allows his/her current mood to define the climate of the workplace

1 2 3 4 5

Strongly Disagree Disagree Neutral Agree Strongly Agree

Expresses anger at subordinates for unknown reasons

1 2 3 4 5

Strongly Disagree Disagree Neutral Agree Strongly Agree

Varies in his/her degree of approachability

1 2 3 4 5

Strongly Disagree Disagree Neutral Agree Strongly Agree

Has a sense of personal entitlement

1 2 3 4 5

Strongly Disagree Disagree Neutral Agree Strongly Agree

Thinks that he/she is more capable than others

1 2 3 4 5

Strongly Disagree Disagree Neutral Agree Strongly Agree

Believes that he/she is an extraordinary person

1 2 3 4 5

Strongly Disagree Disagree Neutral Agree Strongly Agree

Controls how subordinates complete their tasks

1 2 3 4 5

Strongly Disagree Disagree Neutral Agree Strongly Agree

Does not permit subordinates to approach goals in new ways

1 2 3 4 5

Strongly Disagree Disagree Neutral Agree Strongly Agree
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Cyberloafing

Sports-related websites

1 2 3 4 5

Strongly Disagree Disagree Neutral Agree Strongly Agree

Investment-related websites

1 2 3 4 5

Strongly Disagree Disagree Neutral Agree Strongly Agree

Entertainment-related websites

1 2 3 4 5

Strongly Disagree Disagree Neutral Agree Strongly Agree

General news sites

1 2 3 4 5

Strongly Disagree Disagree Neutral Agree Strongly Agree

Non-job-related websites

1 2 3 4 5

Strongly Disagree Disagree Neutral Agree Strongly Agree

Download non-work-related information

1 2 3 4 5

Strongly Disagree Disagree Neutral Agree Strongly Agree

Shop online for personal goods

1 2 3 4 5

Strongly Disagree Disagree Neutral Agree Strongly Agree

Determines all decisions in the unit whether they are important or not

1 2 3 4 5

Strongly Disagree Disagree Neutral Agree Strongly Agree
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Emotional Exhaustion

Adult-oriented (sexually explicit) websites

1 2 3 4 5

Strongly Disagree Disagree Neutral Agree Strongly Agree

Check non-work e-mail

1 2 3 4 5

Strongly Disagree Disagree Neutral Agree Strongly Agree

Send non-work e-mail

1 2 3 4 5

Strongly Disagree Disagree Neutral Agree Strongly Agree

Receive non-work e-mail

1 2 3 4 5

Strongly Disagree Disagree Neutral Agree Strongly Agree

I feel emotionally drained from my work

1 2 3 4 5

Strongly Disagree Disagree Neutral Agree Strongly Agree

I feel used up at the end of the workday

1 2 3 4 5

Strongly Disagree Disagree Neutral Agree Strongly Agree

I feel fatigued when I get up in the morning to face another day on the job

1 2 3 4 5

Strongly Disagree Disagree Neutral Agree Strongly Agree

Working with people all day is a strain on me

1 2 3 4 5

Strongly Disagree Disagree Neutral Agree Strongly Agree
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Organisation Commitment

Thank You

I feel burned out from my work

1 2 3 4 5

Strongly Disagree Disagree Neutral Agree Strongly Agree

I feel frustrated by my job

1 2 3 4 5

Strongly Disagree Disagree Neutral Agree Strongly Agree

I feel I work too hard on my job

1 2 3 4 5

Strongly Disagree Disagree Neutral Agree Strongly Agree

Working with people directly puts too much stress on me

1 2 3 4 5

Strongly Disagree Disagree Neutral Agree Strongly Agree

1 feel like I am at the end of my rope

1 2 3 4 5

Strongly Disagree Disagree Neutral Agree Strongly Agree

I would be very happy to spend the rest of my career in this organisation

1 2 3 4 5

Strongly Disagree Disagree Neutral Agree Strongly Agree

I feel like “part of the family” at my organisation

1 2 3 4 5

Strongly Disagree Disagree Neutral Agree Strongly Agree

I feel emotionally attached to this organisation

1 2 3 4 5

Strongly Disagree Disagree Neutral Agree Strongly Agree
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