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Abstract:
This study aims to provide empirical evidence of the direct impact of tyrannical
leadership on employee ostracism and burnout within organizational settings.
Additionally, it explores the indirect influence of tyrannical leadership on employee
ostracism and burnout, with a focus on the mediating mechanism of organizational
dehumanization. Furthermore, this research underscores the exacerbating role of
trait anxiety in the relationship between tyrannical leadership, employee ostracism,
and burnout. The theoretical framework for this study draws upon both the betrayal
trauma theory and the conservation of resources theory to formulate and test
hypotheses. The findings of this study reveal a significant positive association
between the presence of tyrannical leadership and subordinates' experiences of
ostracism and burnout. Furthermore, the study demonstrates that workplace
dehumanization serves as a partial mediator in the relationship between tyrannical
leadership, employee ostracism, and burnout. These results have practical
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implications for organizations, emphasizing the importance of implementing

effective strategies to control and mitigate the detrimental effects of tyrannical

leadership on employee well-being. Finally, this research contributes significantly to

the theoretical understanding of both tyrannical leadership and dehumanization

literature, shedding light on the complex dynamics at play in organizational contexts.
Keywords: Tyrannical Leadership, Trait anxiety, Employee Ostracism, Burnout

Introduction

Leadership is defined as an individual's ability to influence and motivate others in order to
achieve business objectives (Hogan and Kaiser, 2005; Fischer & Sitkin, 2023). Leadership has
traditionally been portrayed positively, emphasizing leaders' positive effects on employees
and the overall work environment (Ashraf et al., 2023; Schilling, 2009). In recent years, there
has been a significant increase in scholarly literature focusing on potentially harmful aspects
of leadership (Griffin and Lopez, 2005; Nauman et al., 2018; Ahmad & Nauman, 2022;
Emmerling et al.,, 2023). These studies show a growing understanding of the negative aspects
of leadership, indicating a significant paradigm shift (Wu and Hu, 2009; Naseer et al., 2016).
This shift emphasizes previously neglected negative effects that leaders can have on their
followers (Harris & Jones, 2018; Gauglitz et al., 2023). The purpose of this research is to better
understand and identify the negative consequences of leadership, while also providing
valuable insights into the multifaceted nature of leadership.

Many terms have been used in the literature to categorize leaders' destructive behaviors, i.e.,
petty tyranny, leaders' abusive behavior, toxic leadership, despotic leadership, and tyrannical
leadership (Ashraf et al., 2023; Tepper, 2007; Ashforth, 1994; Aronson, 2001; Einarsen et al.,
2007). Tyrannical leadership is a dictatorial form that uses unforgivable power for self-
benefit. (Ashforth, 1994, 1997). These leaders encompass behavior to abuse their authority,
oppress their subordinates, and engage in behaviors such as appropriating credit for others'
work, disregarding the needs of their subordinates, and imposing unwarranted punishments
(Ashraf et al., 2023; Boudrias et al.,, 2021). This form of leadership primarily focuses on
serving the self-interests, often at the followers' expense (Peng et al., 2018; Haider & Yean,
2023). Such leaders disregard the welfare of their employees or the organization, exploit,
contempt, and manipulate their followers to accomplish their objectives (Einarsen et al,,
2007; Hassan et al., 2023). Employees who perceive their leaders as tyrannical commonly
experience ridicule, frustration, annoyance, and exhaustion (Skogstad et al.,, 2015).
Offermann et al. (1994) have identified ten negative aspects of tyrannical leaders: officious,
assertive, authoritative, dishonest, power-seeking, self-absorbed, hostile, desirous, annoying,
and demanding. These leaders' presence creates anxiety, perceived threat (Kant et al., 2013;
Tafvelin et al,, 2023; Rehan et al,, 2023), and exhaustion (Ashforth, 1994, 1997). Similarly,
such leadership approaches involve manipulation, belittlement, and bullying of followers
(Skogstad et al., 2014). Tyrannical leadership establishes a negative relationship with
subordinates, undermining employee performance and organizational effectiveness (Bennett
& Robinson, 2003). Employees who perceive themselves as mistreated are more prone to be
involved in harmful behaviors and to leave their jobs (Robinson & Greenberg, 1998;
Emmerling et al.,, 2023). Research indicates that tyrannical leadership is positively associated
with workplace withdrawal behaviors (Ashraf et al., 2023; Schyns & Schilling, 2013; Cao et
al, 2023) and adversely associated with employee performance (Aasland et al., 2010;
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Farghaly Abdelaliem et al., 2023) and work satisfaction (Ahmad & Nauman, 2022). Despite
increasing evidence regarding the detrimental effects of tyrannical leadership on
subordinates, there remains a significant gap in research regarding the specific adverse
consequences of such leadership styles concerning employee ostracism and burnout.

For several reasons, the criterion variables of employee burnout and ostracism are crucial to
consider in the context of tyrannical leadership. First, the presence of tyrannical leaders in
the workplace creates a stressful environment for subordinates (Ashraf et al., 2023; Ashforth,
1994; Tepper, 2007; Ahmad & Nauman, 2022). These leaders are hostile to their
subordinates, disregard them, and wield power over them (Wu & Hu, 2009). Second, such
leaders' behaviors contribute to prolonged work-related stress, which eventually contributes
to employee burnout, which is characterized by feelings of exhaustion, anonymity, and
decreased professional efficacy (Igbal et al., 2023; Arnold et al,, 2015; Kelly & Hearld, 2020).
Third, studies have shown that tyrannical leadership is associated with poor treatment of
subordinates, which increases the likelihood of employee ostracism (Kanwal et al., 2019;
Ashraf et al,, 2023; Sarwar et al., 2017). These leaders purposefully ignore, exclude, limit
access to resources, and subject individuals to silence or intentional exclusion from
conversations (Zafar etal.,, 2023; Reicher et al., 2016). Hence, tyrannical leadership is a major
source of workplace stress and can lead to employee ostracism and burnout.

According to research on workplace dehumanization, the presence of destructive leadership
in the workplace creates a distressing environment (Riva & Eck, 2016; Valtorta et al., 2022).
Workplace dehumanization, characterized by leaders or employers treating employees as
mere commodities or property, leads to employee ostracism and burnout (Caesens et al,,
2017; Testoni et al., 2022; Landry et al,, 2023). Leaders engaging in behaviors such as
exploitation, mistreatment, ridicule, selfishness, and lack of appreciation diminish
employees' sense of humanity, resulting in feelings of being used as tools or commodities
(Bell & Khoury, 2011; Samma et al., 2020). These circumstances lead employees to attribute
blame to the leaders and the organization, causing severe negative impacts on followers and
the overall workplace (Gip etal.,, 2023). Thus, both tyrannical leadership and dehumanization
contribute to workplace exploitation, ultimately leading to prevalent outcomes such as
employee ostracism and burnout.

Similarly, when followers experience anxiety, the impact of dark leadership and its negative
influence becomes more pronounced (Pyc and Meltzer, 2017; Xue et al., 2023). According to
Spielberger and Sydeman (1994), anxiety involves perceiving potentially harmful, hazardous,
or unsafe events and plays a role in influencing mistreatment. Followers react differently
when their leaders aggressively behave because they have different propensities (Olweus,
1978). Anxious followers are more prone to respond forcefully than non-anxious followers
(Aquino and Thau, 2009; Islam et al., 2023). When employees lose the favor of tyrannical
leaders, and the leaders' oppressive behavior becomes evident, adverse outcomes such as
employee ostracism and burnout are likely to occur.

In addition, when followers are anxious, the impact of tyrannical leadership is exacerbated
(Hogan and Hogan 2001, Wang et al., 2023; Nauman et al., 2018; Igbal et al., 2023). Moreover,
Tepper (2007) suggests that future studies may investigate whether followers' personality
traits can moderate the detrimental effects of destructive leadership. Furthermore, followers'
personality also significantly shapes their responses to tyrannical leadership (Ahmad &
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Nauman, 2022; Batchelor et al.,, 2023). Hence, the present research proposes a positive
relationship between employees' perceptions of tyrannical leadership and followers' anxiety,
leading to increased employee ostracism and burnout. In addition, this study investigates the
interplay between followers' personality factors and tyrannical leadership to comprehend
their effects on employees.

Despite the extensive research conducted in the fields of business and human resources
management, there is a lack of studies focusing on the banking and education sector,
particularly concerning the interaction between tyrannical leadership, subordinate
ostracism, and burnout. Additionally, investigations conducted in developing countries
characterized by collectivism and culture with high power distance have highlighted the
prevalence of workplace issues associated with negative leadership behavior (Hofstede,
2001). The current study explores the relationship between tyrannical leadership, employee
ostracism, and burnout in Pakistan, an emerging nation facing challenges such as high
poverty rates, uncertainty, and limited job opportunities (Ashraf et al.,, 2021; Naseer et al,,
2016; Islam et al, 2023). Previous research has shown that leadership practices harm
employees in Pakistan (De Clercq et al., 2018). The current study fills a knowledge gap by
investigating the interactions between tyrannical leadership and employee outcomes in
Pakistan's diverse cultural and socioeconomic settings.

The current study investigates the theoretical frameworks of betrayal trauma theory (Freyd,
1994, 1996) and conservation of resources theory (Hobfoll, 1989), which might assist in
understanding hypothetical linkages between tyrants, employee ostracism, and burnout.
According to betrayal trauma theory, experiencing betrayal from individuals or organizations
can cause significant psychological distress, negatively impacting mental health and overall
well-being (Freyd, 1997; Mahlangu, 2020). These effects manifest as emotions of betrayal,
reduced trust, and diminished self-esteem (Freyd, 2023). The present study applies betrayal
trauma theory to hypothesize that these leaders employ authority and control to subjugate
subordinates, creating a fearful, intimidated, low-morale workplace. Such coercive behavior
can be viewed as a betrayal because it breaches followers' confidence and expectations of
their leaders (Morris, 2019). As a result, followers may feel severe psychological distress,
resulting in employee ostracism and burnout.

Likewise, we can also understand this concept by employing the conservation of resources
theory (Hobfoll, 1989, 2002); people endeavor to collect, conserve, and safeguard their
resources. People experience stress when these resources are lost or perceived to be under
threat, such as material, social support, personal well-being, and energy (Byrne et al., 2014;
Tafvelin et al,, 2023). According to the current study context, subordinates may perceive a
reduction or jeopardization of their access to resources when subjected to a tyrannical leader
(Fatima et al., 2018; Haider et al., 2023). As a result, they may engage in defensive behaviors
to protect their resources, resulting in adverse outcomes such as ostracism and burnout. The
study intends to investigate these relationships in the banking and educational sectors
employees, particularly in cultures marked by high power distance and collectivism. This
research seeks to contribute to existing knowledge on the negative aspects of leadership by
exploring these unexplored connections.
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Tyrannical Leadership and Burnout

Research has consistently demonstrated the negative impact of destructive leadership on
subordinates, resulting in various adverse outcomes such as depression, anxiety, and burnout
(Tepper, 2000; Hoel & Salin, 2003; Krasikova et al., 2013; Mackey et al,, 2021). Burnout is
characterized by the state of physical and mental exhaustion experienced by employees in
their work (Kristensen et al, 2005), stemming from prolonged stress and leading to
psychological draining, depersonalization and depletion of personal resources (Maslach and
Leiter, 2016; Edu-Valsania et al,, 2022). Dark leaders significantly contribute to employee
burnout (Carlson et al., 2012; Gauglitz et al., 2023).

Similarly, Tepper's (2000) research revealed that followers who perceived their leaders as
more destructive experienced elevated stress levels. Tyrannical leadership is recognized as
destructive (Hogan & Hogan, 2001; Wu & Hu, 2009; Mirowska et al., 2021), which causes
emotional exhaustion and work-related stress, ultimately leading to employee burnout.
Several Scholars have demonstrated the negative associations between tyrannical leadership
and subordinates' performance, work satisfaction, commitment, and well-being (Ahmad,
Nauman, & Malik, 2022; Harvey et al., 2007; Walker et al., 2020; Li et al., 2023) and intentions
to quit (Boudrias et al., 2021). Moreover, tyrannical leadership has been positively associated
with employees' withdrawal behaviors and negatively associated with work engagement
(Nielsen et al.,, 2016; Glasg et al., 2018).

The conservation of resources theory suggests an insight for understanding the relationship
between destructive leadership and burnout (Hobfoll, 1989, 1994). COR theory posits that
individuals seek to obtain and safeguard valuable physical, social, and personal resources
(Hobfoll, 2000, 2018). When these resources become depleted or face threats, it leads to
psychological stress, exhaustion, and burnout (Sliter et al.,, 2010). In addition, the betrayal
trauma theory also provides insights into the association between tyrannical leadership and
subordinate burnout. According to this theory, when employees feel betrayed or a breach of
faith by those they rely on in job dependence, that leads to emotional stress (Freyd, 1994,
1996). These leaders generate an environment characterized by hostility, demeaning
behavior, and a lack of trust, contributing to employees feeling betrayed (Haider and Yean,
2023; Younas al,, 2023). The feelings of betrayal might cause desolation, mental weariness,
depersonalization, and reduced effectiveness, leading to burnout.

Moreover, tyrannical leaders often impose excessive demands on subordinates while
providing minimal support and resources, depleting their social and personal resources
(Glasg et al., 2018). The loss of these precious resources and the negative emotional impact
of tyrannical leadership can further contribute to burnout among subordinates. Therefore,
perceptions of tyrannical leadership can result in the experience of betrayal and the harm of
valuable resources, ultimately leading to burnout among employees.

H1: Leaders' tyrannical behavior is directly associated with followers' burnout.

Tyrannical leadership and employee ostracism

Employee ostracism refers to the perception of being disregarded, isolated, or ignored by the
supervisor or the leadership (Sarfraz, Qun, & Shafique, 2019; Zhang et al,, 2023; Leung et al,,
2011). Employee ostracism encompasses various forms, such as exclusion from
conversations and meetings, silent treatment, or intentional exclusion from work-related
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activities (Kwan, Zhang, Liu, & Lee, 2018). Research has consistently demonstrated the
significant negative impact of employee ostracism, such as elevated employees stress,
reduced employee performance, work satisfaction, innovation and increased retaliatory
behaviors (Ferris et al,, 2008; Imran et al,, 2023; De Clercq, 2019; Wu, Yim, Kwan, & Zhang,
2012).

Using the conservation of resources theory, individuals experience distress when they
perceive a depletion of their valuable resources (Hobfoll, 1989). Consequently, they strive to
acquire, protect, and maintain these physical, psychological, and social resources (Hobfoll,
2000, 2018). In the context of tyrannical leadership, such leaders' stressful and hostile work
environments can deplete employees' resources, such as self-respect, self-confidence, self-
interest and work ownership (Krasikova et al.,, 2013; Mirowska et al.,, 2021). Therefore,
distress and resource diminution can contribute to subordinates' ostracism, as tyrannical
leaders deliberately ignore and isolate followers, creating an environment where employees
feel excluded (Nielsen et al.,, 2016).

Likewise, tyrannical leadership effects on employees can also be explained by using betrayal
trauma theory. According to the betrayal trauma theory, individuals can undergo traumatic
experiences when they are betrayed by someone they trust and depend on, including
exploitation, disregarded, or ignored (Freyd, 1994, 1996). These leaders create a culture of
fear, intimidation, and belittlement that breaches the trust and dependency employees have
placed on them, which leads to feelings of vulnerability and powerlessness among employees
(Ahmad and Nauman, 2022). The avoidance and disregard exhibited by these leaders
contribute to a perception of isolation, ultimately resulting in employee ostracism, and have
the potential to generate a similar sense of betrayal among employees who have placed their
trustand dependency on them (Ahmad etal., 2023). These leaders often foster an atmosphere
of nervousness, subjugation, and deprecation, which leaves subordinates feeling helpless and
ineffective (Haider & Yean, 2023; Walker et al., 2020). The avoidance and disregard displayed
by such leaders contribute to a perception of ignorance among subordinates, ultimately
leading to ostracism.

H2: Leaders' tyrannical behavior is directly associated with followers' ostracism.

Mediating Role Workplace Dehumanization

The perception of workplace dehumanization, extensively discussed in social psychology and
business literature, has been established by scholars (Haslam & Loughnan, 2014; Bell &
Khoury, 2011). Studies define dehumanization as denying full humanity (Caesens etal., 2017;
Haslam and Loughnan, 2014). There are two types of dehumanization: animalistic
dehumanization, which denies the distinctive human traits that set people apart from
animals, and other forms (Quiamzade & Lalot, 2023). Second, mechanistic dehumanization
denies the expected value of human characteristics that differentiate humans from objects or
machines (Megoran, 2022). While both types can occur in the workplace, mechanistic
dehumanization tends to be more prevalent in organizational contexts. As a result,
researchers have further developed the concept of workplace dehumanization, explicitly
focusing on subordinates' perceptions of their organization's mechanistic dehumanization
(Loughnan et al., 2009).

Moreover, both tyrannical leadership and organizational dehumanization play a role in
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fostering workplace exploitation. Tyrannical leadership involves abusive behaviors by
leaders, such as humiliation, manipulation, and belittlement, to achieve task completion
(Hackney & Perrewé, 2018). These leaders exhibit disrespectful, hostile, and undermining
behaviors towards subordinates (Ashforth, 1994; Ahmad et al., 2021), contributing to
employees' mistreatment.

Previous research has consistently shown that workplace dehumanization considerably
adversely influences employee psychological health and workplace success (Khan, & Ahmed,
2023). Those subordinates who endure workplace dehumanization are more likely to suffer
from emotional exhaustion and psychological distress and have a higher intention to leave
their organization, while job satisfaction decreases (Bell & Khoury, 2011; Landry et al., 2023).
The experience of workplace dehumanization diminishes employees' sense of self-
importance and creates a psychological distance between them and the organization
(Christoff, 2014). In light of the discussion above, we hypothesized that tyrannical leadership
is positively associated with perceptions of workplace dehumanization. Additionally,
perceptions of workplace dehumanization are mediated between tyrannical leadership and
employee experiences of ostracism and burnout.

H3: Perceptions of workplace dehumanization are mediated between tyrannical leadership
and (a) employee ostracism and (b) burnout.

Moderating Role of Trait Anxiety

Trait anxiety, as defined by Auerbach and Spielberger (1972), refers to a stable individual
tendency characterized by frequent and intense experiences of anxiety or anger. Similarly,
trait anxiety comprises a variety of feelings, emotions, and physiological mechanisms behind
uncomfortable sensations (Nitschke, 1998; Hasani & Rezaee, 2014; Kemer et al,, 2023).
Endler and Kocovski (2001) distinguish between trait anxiety and state anxiety, with trait
anxiety representing enduring negative emotions such as fear and tension and state anxiety
referring to transient emotional states associated with anxiety. In the workplace, trait anxiety
can lead to cognitive biases and narrowed attention, potentially hindering job performance
(Leal et al,, 2017; Zahlquist et al., 2023). Hence, it is essential to differentiate these concepts
when examining the impact of anxiety in work settings (Szabo et al,, 2023).

Endler and Parker (1990) suggested four types to evaluate the trait anxiety of followers. The
initial type, termed "social evaluation,” pertains to an employee's tendency to experience
heightened anxiety when subjected to scrutiny or evaluation by others (Llera and Newman,
2023; Yousaf et al,, 2023). The second factor, "physical danger,” evaluates an employee's
inclination to be apprehensive about physical risks or the potential for harm. The third aspect,
ambiguous circumstances, refers to an employee's uneasiness in unexpected, uncertain, or
unpredictable situations (Wu et al., 2020; Endler et al., 1994). Finally, the fourth category,
daily routine trait anxiety, assesses employees' levels of worry in regular, non-harmful, and
risk-free occurrences that occur in their everyday lives (Meijer, 2001).

Moreover, High levels of trait anxiety have been identified as detrimental to both employees
and organizational performance (Gambetti & Giusberti, 2012; Knowles & Olatunji, 2020;
Kemer et al,, 2023). Extensive research indicates that individuals with high trait anxiety may
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experience difficulties in learning, exhibit negative perceptions of their work environment,
and engage in unprofessional conduct with coworkers (Cheng & McCarthy, 2018; Qu, Sun, &
Ge, 2021). Anxious employees often confront unpleasant emotions, heightened uncertainty,
and a lower degree of situation handling (Schindler et al., 2022). Furthermore, Zahlquist et
al. (2023) describe that subordinates with high-trait anxiety display heightened sensitivity to
harmful behaviors from leaders and sense perilous situations compared to low-trait anxiety
subordinates.

Existing research has provided evidence of the adverse effects of destructive leadership on
subordinates' family lives, which are exacerbated when subordinates experience anxiety (Alj,
2019; Xi et al,, 2022; Zahlquist et al., 2023; Zafar et al., 2023). Moreover, Kant et al. (2013)
discovered a direct association between dark leadership and emotional exhaustion and an
adverse association with life satisfaction, particularly among anxious employees. Such
employees may negatively respond to tyrannical leadership, decreasing work efficiency and
outcomes (Mawritz et al,, 2014; Trépanier et al., 2019). Additionally, anxious employees are
more prone to perceive negative leadership behavior (Nauman et al., 2018). Tyrannical
leaders who employ tactics such as humiliation, belittlement, and manipulation to achieve
tasks demonstrate an authoritarian and obedience-oriented leadership style, often
disregarding their subordinates' well-being (Mirowska et al., 2021). Such leadership has been
found to contribute to workplace ostracism and burnout, especially among anxious
subordinates.

The conservation of resources theory proposes that employees are likely to experience
psychological stress when they perceive a loss or threat to their valuable resources (Hobfoll,
2001). They actively strive to acquire, retain, and safeguard these resources as they are
crucial for their well-being. When followers are unable to preserve their resources effectively
may lead to exhaustion and burnout. Particularly when they are required to suppress or fake
their emotions (Sliter et al, 2010; Batchelor et al,, 2023). Tyrannical leaders have the
potential to deplete the resources of their subordinates, which can result in a loss of personal
resources such as self-esteem and internal capabilities (Boudrias et al., 2021). Consequently,
these leadership behaviors contribute to workplace ostracism and burnout among
subordinates, and these outcomes are closely related to the experience of workplace
dehumanization. We argued in these circumstances that trait anxiety exacerbates the
relationship between tyrannical leadership and dehumanization, as well as the relationship
between tyrannical leadership and employee burnout and ostracism. Trait anxiety intensifies
the hostile impact of tyrannical leadership by amplifying the perceived dehumanization
experienced by employees, thereby increasing their levels of burnout and ostracism.

In addition to the conservation of resources theory, the betrayal trauma theory sheds light
on the concept of organizational betrayal and its impact on subordinates. According to Freyd
(1997), when someone betrays employees they rely on, such as a tyrant, resulting in
substantial physical and mental consequences. Anxious subordinates may be particularly
prone to the harmful impacts of tyrannical betrayal trauma. Their tendency to underestimate
the risk of events and their challenges with emotion management can exacerbate the impact
of betrayal (Eysenck et al., 2007). Tyrant betrayal trauma can create vulnerability, diminish
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hope, and contribute to low self-esteem (Freyd, 2003). Therefore, subordinates with high
trait anxiety are more likely to burnout and experience workplace ostracism.

The negative consequences of tyrannical leadership's betrayal trauma, such as burnout and
workplace ostracism, are significant and can profoundly impact followers. When employees
experience betrayal trauma, they frequently withdraw from their jobs and coworkers,
depleting necessary psychological and social resources (Hobfoll, 2001). This depletion of
resources is especially pronounced in employees with high levels of trait anxiety because
they may struggle to conserve resources and are more vulnerable to negative emotions.
Based on betrayal trauma, employees with high trait anxiety can amplify the hurtful impact
of tyrannical leadership, increasing the likelihood of burnout and workplace ostracism. The
combination of high trait anxiety and betrayal trauma creates a challenging environment for
followers, amplifying their heightened sensitivity to negative emotions and resource
conservation difficulties. As a result, subordinates with high trait anxiety are more likely to
experience burnout and have a higher proclivity for workplace ostracism as they try to
distance themselves from the negative consequences of their traumatic experiences.

H4: Trait anxiety moderates the relationship between tyrannical leadership and (a) employee
ostracism and (b) burnout.

H5: Trait anxiety moderates the relationship between tyrannical leadership and employee
ostracism and burnout via workplace dehumanization.

Figure 1: Theoretical model of tyrannical leadership

Trait Anxiety

Tyrannical .
y » | Employee Ostracism

Leadership
/ / Employee Burnout
Workplace

Dehumanization

3.0 Measurement

Data collection and sampling procedures

This study collected data from personnel working in Pakistan's banking and education
sectors using a survey method. The researchers established access to these organizations
through personal relationships and obtained permission for participation. Participants were
informed that their replies would remain anonymous, with no personal information shared,
to maintain confidentiality. They were also informed that only aggregated results would be
analyzed to protect their privacy and minimize potential social desirability bias. The
researchers made additional efforts to increase the response rate by following up with late
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participants and those who did not respond, aiming to gather valuable data (Ahmad et al.,
2022; Younas et al., 2023).

The data collection process involved two on-site surveys—the first questionnaire measured
independent and moderating variables, and the second assessed mediating and criterion
variables. 485 employees were given the surveys, and 420 responses were received. Only the
respondents who did the first survey (420 participants) received the second survey, which
resulted in 377 questionnaires being filled out. Eight incomplete questionnaires were
excluded from the analysis to ensure data quality due to missing values exceeding 15%.
Additionally, 12 outlier responses were detected and removed from the dataset. The final
sample size used for the analysis was 357 participants.

The two questionnaires were distributed three weeks apart to ensure an appropriate time
gap between surveys (Johnson etal., 2011). The questionnaires were administered in English,
considering their widespread usage in schools and most regional companies. Graduate-level
students were preferred as participants to ensure a high level of proficiency in English,
thereby enhancing their comprehension and accuracy in responding to the survey questions.
This criterion aimed to maintain the data quality and reliability of the collected information.

Measures

We adapted an existing scale that had already been validated across multiple cultures,
geographies, and work contexts to measure the study's variables. This approach helped
reduce the likelihood of measurement biases and increased the comparability of the study's
findings with previous research (Rosenman et al, 2011). This study taps into well-
established constructs and utilizes reliable measurement scales by utilizing established
instruments.

To ensure the accuracy of our measurements, we conducted confirmatory factor analyses on
all variables. This statistical method compares observed data to a proposed measurement
model. CFA helped us determine convergent validity (how closely items within a construct
are related) and discriminant validity (how distinct the constructs are from each other). This
study utilized CFA to verify that the survey items used to measure the desired constructs
appropriately and were distinct (Schreiber et al., 2006). This study ensured that our survey
tools were valid and reliable for evaluating the variables we were interested in by using this
meticulous approach to measurement selection and validation, ultimately improving our
data's quality and accuracy (Brown, 2015). In addition, Participants were asked to rate how
frequently they perceive this behavior, with answers ranging from "never" (1) to "frequently,
almost always" (5).

The present study used the Caesens et al. (2017) organization dehumanization scale, which
consists of eleven items. Participants were shown statements depicting various aspects of
dehumanization and requested to rate them on a five-point scale, "My organization regards
me as a number," for example, is a scale item. In addition, Thatcher and Jason (2002)
developed a four-item trait anxiety scale. This scale measures an individual's proclivity for
excessive anxiety and nervousness. Respondents are asked to elicit responses, such as "I
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worry about things too much" and "I feel nervous and anxious."

Moreover, we used Ferris et al. (2008) 10-item scale to assess workplace ostracism. This
scale has previously been used in studies and has shown strong psychometric properties
(Ferris etal.,, 2015; Wu etal., 2012). Respondents stated, "Others refuse to talk to me at work"
and "Others avoid me at work." To assess burnout, we used the emotional exhaustion
subscale of the Oldenburg Burnout Inventory developed by Halbesleben and Demerouti
(2005). This subscale included eight items to assess employees' feelings of work-related
emotional depletion and exhaustion. On a standardized Likert scale, participants rated their
level of agreement with statements such as "After my work, I usually feel worn out and
weary."

Common Method Bias Analysis

The researchers used the Harman single-factor test to address the study's potential issue of
common method bias. This test determines whether a single dominant factor, possibly due to
common method bias, accounts for a significant portion of the total variance in the data
(Bagozzi and Yi, 1990). According to the Harman single-factor test results, one factor
explained only 39% of the total variation. This result, which was less than the 50% criterion,
indicates that common method bias was not a significant issue in the current study
(Podsakoff et al., 2003) The researchers used this test to ensure that the findings were not
unduly influenced by common method bias, thereby improving the accuracy and reliability
of the study results.

In addition, preliminary tests were conducted to determine the data's suitability for factor
analysis. The Kaiser-Meyer-Olkin (KMO) measure was used to assess the sample size's
suitability for factor analysis. The KMO measure yielded a value of 0.916 in this study,
exceeding the recommended threshold of 0.80 (Cerny and Kaiser, 1977), indicates that the
sample size was sufficient for conducting factor analysis, strengthening the study's findings.
Furthermore, Bartlett's test of sphericity was employed to assess whether the correlation
matrix significantly deviated from an identity matrix. The test yielded a significance value of
less than 0.005, indicating that the inter correlations between variables were significant
(Tabachnick and Fidel, 2013) and confirms that the extracted factors accurately represent
the underlying variables in the study, further strengthening the robustness and validity of the
factor analysis outcomes.

Confirmatory factor analysis (Time-1 and Time-2 variables)

A confirmatory factor analysis (CFA) was performed to examine the discriminant validity of
the variables. As shown in Table 1, the findings consistently revealed that the unconstrained
two-factor or multiple-factor models better fit the data than the constrained single-factor
model. These findings imply that the study's variables are distinct and measure various
constructs (Anderson and Gerbing, 1988).

Furthermore, a comprehensive measurement model was employed, encompassing all five
study variables: TL (tyrannical leadership), OD (organizational dehumanization), EO
(employee ostracism), and EB (employee burnout). Hair et al. (2018) described the values of
loading (i.e., 2 0.50), and the study found that each variable item had factor loadings of 0.5 or
higher, suggesting an acceptable level of measurement validity. These results imply that the
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items reflect their respective constructs well and contribute to the overall measurement
model.

The study also included various goodness-of-fit indices to improve the analysis's
comprehensiveness. The indices used were the chi-square (x2/ df < 3.0), comparative fit
index (CFI = 0.90), root mean square error of approximation (RMSEA< 0.08), and
standardized root mean square residuals (SRMR < 0.10), (Williams et al., 2009), and model
was found to be fit (i.e., x2/df = 2.09, RMSEA = 0.055, CFI1 = 0.90, SRMR = 0.076). These indices
help to refine the analysis and assess the overall fit of the measurement model (see Appendix
Al).

Table 1: Results of Confirmatory Factor Analysis

Sr. # | Measurement Models X2 df x2 /df | CFI RMR RMESA
For Time 1

1 TL-TA (2 factors) 262 103 | 2.54 .95 .057 066
TL-TA (1 factor) 800 104 | 7.69 .8 169 137
For Time 2

2 OD-EO-EB (3 factors) 834 371 | 2.24 93 .065 .059
0D-EO0-EB (1 factor) 3882 | 377 |10.29 |.447 |.291 162

3 OD-EO (2 factors) 529 208 | 2.54 94 .052 066
0D-EO (1 factor) 2395 | 189 |12.67 |.546 |.319 181

4 OD-EB (2 factors) 411 147 | 2.79 93 074 071
0OD-EB (1 factor) 1623 | 152 | 10.68 |.608 |.262 165

5 EO-EB (2 factors) 380 153 | 2.86 938 | .053 072
EO-EB (1 factor) 1607 | 135 | 1190 |.629 |.298 175

6 TL-TA-OD-EO-EB (5 factor) 1948 | 932 | 2.09 90 .076 .055
TL-TA-OD-EO-EB (1 factor) 6728 | 945 | 7.12 445 | 212 131

Descriptive Statistics and Correlation analysis

Following the advice of Ahmad, Islam, Sadiq and Kaleem (2021), several data test were
performed i.e., missing values, outliers, normality, and collinearity due to their potential to
influence the research findings. The Mahalanobis distance test was employed to identify
outliers, with a significance level set at p < 0.01. Following the procedure outlined by
Ghorbani (2019), 12 outlier responses were identified and subsequently removed from the
dataset. To assess data normality, kurtosis value (within +3) and skewness (within +1), as
recommended by Blanca (2013), Tolerance (>0.1), were examined and showed that the data
was normally distributed, meeting the assumptions of normality, displayed in Table 2.

In addition, tyrannical leadership is positively correlated with workplace dehumanization
(-284), trait anxiety (.362), ostracism (.496), burnout (.454) and workplace dehumanization
is positively correlated with trait anxiety (.398), ostracism (.307), burnout (.285). Lastly, the
correlation among the variables was examined to ensure that there were no issues of
collinearity. Following the guidelines provided by Tabachnick and Fidel (2019), correlation
coefficients were performed and ensured that they were below 0.85, indicating the absence
of collinearity issues. The correlation coefficients are shown in Table 3.
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Table 2: Descriptive Statistics

Tolerance
\Variables N |Min Max Mean |SD SkewnessKurtosis
Tyrannical Leadership [357 [1.50 4.75 3.3367 99705 |-.525 -1.165 |0.356
Dehumanization 357 (1.45 [5.00 [3.2702 92323 |-.386 -1.259  |0.302
Trait Anxiety 357 (1.00 [5.00 [3.1933 1.04134 372 -1.218  |0.439
Employee Ostracism 357 (1.40 4.60 (3.4555 85328 |.937 -.558 0.317
Employee Burnout 357 [1.25 |5.00 3.3283 95204 |-.666 -.774 0.409
Variables TR oD TA EB EO
Tyrannical leadership (.94)
Organizational 284" (.90)
dehumanization
Trait Anxiety 362" .398™ (.86)
Employee Burnout 454" 307 208 (-88)
Employee Ostracism 496 .285™ 4127 237 (.94)
N=357, TL= Tyrannical Leadership, OD=0rganizational Dehumanization, EO= Employee
Ostracism, EB= Employee Burnout. Significant level P<.05*, P<.01**, P<.001***

Table 3: Correlation Analysis

Regression Analysis

The regression analysis results show a significant positive relationship between tyrannical
leadership and employee ostracism ({3 =.424,t=10.77, p <.000). The first hypothesis, which
suggests that increased tyrannical leadership leads to increased employee ostracism, is
supported. Thus, tyrannical leadership significantly impacts employee ostracism and
explains 42% of the variation. Moreover, the regression model accounts for 24.6% of the
variance in employee ostracism (R2 =.246), exhibited in Table 4.

The regression analysis outcomes confirm a significant positive association between
tyrannical leadership and employee burnout (8 = .434, t = 9.60, Rz = .206, p < .000). The
second hypothesis suggests that as the influence of tyrannical leadership increases, employee
burnout also increases, is supported. The p-value, lower than .01, suggests that the
relationship between tyrannical leadership and employee burnout is statistically significant.
Therefore, tyrannical leadership significantly impacts employee burnout and contributes
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43% of the variation. Additionally, the regression model accounts for 20.6% of the variance
in employee ostracism (R? =.206).

Sr. No. Variables 3 T R2 P
H1: TL-EB A 34%%* 9.60 .206 .000
H2: TL- EO A24%%* 10.77 246 .000

N=357, TL= Tyrannical Leadership, OD=0rganizational Dehumanization, EO= Employee
Ostracism, EB= Employee Burnout. Significant level P<.05* P<.01** P<.001***
Table 4: Regression Analysis

Mediation Analysis

In this study, we use Hayes's (2012) Bootstrapping method for mediation analysis instead of
the Baron and Kenny (1986) method that was commonly used in past studies. Hayes (2012)
argues that the Baron and Kenny method is outdated because which only considers the
condition of full mediation; however, there can also be cases of partial mediation where other
variables mediate the association between the independent and dependent variables. Hayes
(2012) further explains that mediation can exist even when there is no direct relationship
between the independent and dependent variables, in contrast to Baron and Kenny (1986),
who states that significant direct relationships must occur for mediation. The present study
was conducted in the field of social sciences, which often collected data from diverse
situations, conditions, and respondents. Therefore, the current study employed Hayes's
(2012) bootstrapping techniques. Bootstrapping involves dividing the data into smaller sub-
samples, increasing the robustness and precision of the analysis.

The first step of the mediation model shows a significant relationship between tyrannical
leadership and employee ostracism (b =.386, df2 = 354, t = 9.54, se =.046, p <.001, 95% CI
[.3086, .4664]). The second step, the regression of tyrannical leadership on organizational
dehumanization, is also significant (b =.2627, R2 =.080, df2 = 355,t=5.57, p <.001, 95% CI
[.1700, .3553]). Proceeding to the third step, the mediator, organizational dehumanization,
shows a significant relationship with employee ostracism (b =.1449, df2 =354,t=3.30,p =
.001, 95% CI [.0588,.2310]). In the fourth step, considering organizational dehumanization
as a mediator, the regression analysis reveals that tyrannical leadership remains a significant
predictor of employee ostracism (b =.4247, df2 = 355, se =.039, t = 10.76, p =.001, 95% CI
[.3471,.5022]), showed in Table 5.

The indirect effect of X (tyrannical leadership) on Y (employee ostracism), mediated by
organizational dehumanization, is .0381 with a 95% CI [.0140,.0674] confidence interval that
does notinclude zero. Therefore, the effect is significantly greater than zero at a =.05. Hence,
Following Hayes's (2012) criterion, supporting the hypothesis that organizational
dehumanization partially mediates the relationship between tyrannical leadership and
employee ostracism as the studies' direct relationship is significant.

In the second mediation model, the regression analysis shows a significant relationship
between employee perceptions of tyrannical leadership and employee burnout (b =.381, df2
=354,t=4.01,se=.046,p<.001,95% CI [.2904,.4018]). In step 2, the regression of employee
perceptions of tyrannical leadership on organizational dehumanization, which serves as the
mediator, is also significant (b =.2627, R2 =.080, df2 = 355,t=5.57,p <.001,95% CI [.1700,
.3553]). In step 3, controlling for tyrannical leadership, the mediator organizational
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dehumanization remains significant in its relationship with employee burnout (b =.200, df2
=354, t=4.01, p =.001, 95% CI [.1022, .2981]). Moving to step 4, the regression analysis
indicates that employee perceptions of tyrannical significantly predict employee burnout,
considering organizational dehumanization as a mediator (b =.4337, df2 = 355, se =.452,t=
9.60,p =.001, 95% CI [.3449, .5225]), showed in Table 5.
The indirect effect size of X (tyrannical leadership) on Y (employee burnout), mediated by
organizational dehumanization, is .0526 with a 95% CI [.0216,.0907] confidence interval that
does not include zero. Therefore, the effect is significantly greater than zero at a = .05. Based
on these findings; we argued that organizational dehumanization partially mediates the
relationship between tyrannical leadership and employee burnout as the studies' direct
relationship is significant.
Table 5: Mediation Analysis
Sr. No. | Bootstrap results of Indirect effect | Effect SE LLCI ULCI
H3a: TL-0D-EO .0381*** | .0136 |.0140 .0674
H3b: TL-OD—EB .0526*** | .0179 |.0216 .0907
N=357, TL= Tyrannical Leadership, OD=0rganizational Dehumanization, EO= Employee
Ostracism, EB= Employee Burnout
Significant level P<.05% P<.01** P<.001***

Moderation Analysis

The study utilized Hayes' (2012) bootstrapping method to examine moderation in both direct
and indirect effects. This approach, widely adopted by researchers, is exemplified in works
by Ahmad, Nauman and Malik (2022), and Ahmad et al. (2021).

The study's findings reveal a noteworthy positive relation between tyrannical leadership and
subordinates' ostracism (3 = .656, SE =.110, p =.000, 95% CI [0.4408, 0.8720]). Similarly,
employee ostracism is positively linked with trait anxiety (3 =.5653, SE =.120,t =4.77,p =
.000, 95% CI [0.3323, 0.7983]). Moreover, a significant negative interaction effect displays
between tyrannical leadership and trait anxiety on employee ostracism ({3 =.1061, SE =.034,
R2 = .33, p =.000, 95% CI [.1737, .0385]), indicating that trait anxiety significantly and
adversely influences the tyrannical leadership-employee ostracism relationship (AR2 =.02),
displayed in Table 6.

Figure 2 shows that trait anxiety moderates the relationship between tyrannical leadership
and employee ostracism, employees with higher trait anxiety amplifying the impact of
tyrannical behavior on ostracism levels.

Figure 2

Interactive Effect of Tyrannical Leadership and Trait Anxiety on Employee Ostracism
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The analysis reveals a significant positive association between tyrannical leadership and
employee burnout (£ =.677,SE =.131,t=5.14, p=.000, 95% CI [0.4188, 0.9178]). Similarly,
trait anxiety positively links with employee burnout (f3 =.333, SE =.142, t = 2.33, p =.000,
95% CI [0.0530, 0.6132]). However, the interaction effect of tyrannical leadership and trait
anxiety on employee burnout is significant and negative ({3 =.0882, SE =.0413, R2 = .218, p
=.000,95% CI [.1695,.0069]), indicating that trait anxiety substantially and adversely affects
the connection between tyrannical leadership and employee burnout (AR2 =.01).

Figure 2 shows that when trait anxiety is high, an increase in tyrannical leadership
corresponds to an increase in employee burnout, emphasizing employees’ trait anxiety's
moderating role in the tyrannical leadership-employee burnout relationship.

Table 6: Moderation Analysis Direct Effect

Variables 3 SE P LLCI ULCI
H4a: TL x TA - EO 1061*** | .0344 | .000 1737 .0385
H4b: TL x TA > EB .0882*** | .0413 | .000 1695 .0069
Conditional Direct Effects (TL* TA— EO)

Effect SE LLCI ULCI
-1SD 4708 .0441 | .3568 |.5847
M .2851 .0579 |.1984 |.3718
+1SD .2055 .0596 |.0883 |.3228
Conditional Direct Effects (TL* TA » EB)

Effect SE LLCI ULCI
-1SD 5236 .0697 |.3866 |.6606
M 3694 .0530 |.2651 |.4736
+1SD .3032 0717 | .1623 | .4442

N=357, TL= Tyrannical Leadership, OD=0Organizational Dehumanization, EO= Employee
Ostracism, EB= Employee Burnout, significant level P<.05*, P<.01**, P<.001***

[532]


http://www.irjmss.com/

International Research Journal of Management and Social Sciences, Vol. 1V, Issue 4, October - December 2023
ISSN (ONLINE):2710-0308 WWW.irjmss.com ISSN (PRINT):2710-0316
Understanding Workplace Dehumanization: Combined Effects of Tyrannical Leadership and

Trait anxiety on Employee Ostracism and Burnout

Figure 3
Interactive Effect of Tyrannical Leadership and Trait Anxiety on Employee Burnout
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Moderation Analysis Indirect Effect

The results strongly affirm the hypothesis that trait anxiety moderates the link between
tyrannical leadership and subordinate ostracism, with mediation by workplace
dehumanization (Table 7). The significant and negative interaction effect of tyrannical
leadership and trait anxiety on employee ostracism, mediated by organizational
dehumanization (3 = .0956, SE = .0407, t = 2.34, R2 =.193, AR2 =.013, p =.001, 95% CI
[0.1757,0.0155]).

Moreover, the study identified a significant and positive impact of tyrannical leadership on
organizational dehumanization (8 = .4325, SE = .129, t = 3.33, p =.001, 95% CI [0.1772,
0.6879]). Additionally, organizational dehumanization significantly contributes to employee
ostracism (13 =.1449, SE =.0438,t=3.30,p=.001, 95% CI [0.0583, 0.2310]), while tyrannical
leadership also holds a significant positive effect on employee ostracism (8 = .3866, SE =
.0406, t = 9.83, p = .001, 95% CI [0.3068, 0.4664]). These findings confirm the proposed
hypothesis.

Furthermore, the study's findings support the hypothesis that trait anxiety moderates the
connection between tyrannical leadership and subordinate burnout, mediated by
organizational dehumanization (Table 7). The interaction effect of tyrannical leadership and
trait anxiety on employee burnout, mediated by organizational dehumanization, is significant
and negatively impact (3 =.0956, SE =.0404, t = 2.34, R2 =.19, AR2 =.013, p =.001, 95% CI
[0.1757, 0.0155]). Additionally, significant and positive impact of tyrannical leadership on
organizational dehumanization (3 = .432, SE = .129, t = 3.33, p = .001, 95% CI [0.1772,
0.6879]). Moreover, organizational dehumanization exhibits a positive and significant effect
on employee burnout (f3 =.2001, SE =.0498, t = 4.01, p =.001, 95% CI [0.1022, 0.2981]),
while tyrannical leadership also significantly and positively impacts employee burnout (2 =
.3811, SE =.0461,t=8.26,p =.001, 95% CI [0.2904, 0.4718]).

Figure 4 depicts the result of Rz =.013, The slope of the graph shows that when trait anxiety
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is high, employee ostracism and burnout intensifies with increased tyrannical leadership
behavior through organizational dehumanization.

Table 7: Moderation Analysis Indirect Effect

Variables 3 SE t p LLCI ULCI
TL x TA-»OD 095%** | 040 2.34 .000 1757 .0155
Index of Moderated Index SE LLCI ULCI

Mediation 0191 0118 [.0460 |.0002

TL*TA— OD- EO

Index of Moderated .0139 .0091 .0350 .0001

Mediation

TL*TA- OD- EB

N=357, TL= Tyrannical Leadership, OD=0Organizational Dehumanization, EO= Employee
Ostracism, EB= Employee Burnout
Significant level P<.05% P<.01** P<.001***

Figure 4
Interactive Effect of Tyrannical Leadership and Trait Anxiety on Workplace Dehumanization
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Discussion

The present research explores various concepts within the conservation of resources Hobfoll,
(1989) and the betrayal trauma theory Freyd, (1996) perspective, providing empirical
evidence for tyrannical leadership's direct impact on employee ostracism and burnout.
Moreover, this study offers empirical evidence for the indirect impact of tyrannical leadership
on employee ostracism and burnout, mediated by organizational dehumanization. The
results revealed that workplace dehumanization partially mediates the relationship between
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tyrannical leadership and negative employee experiences. Furthermore, the study
emphasizes the exacerbating impact of trait anxiety on the association between tyrannical
leadership and subordinates’ outcomes. These results are consistent with previous research
(Ahmd et al., 2022; Nauman et al., 2018; Skogstad et al., 2015; Boudrias et al., 2021) and
underscore the detrimental consequences of tyrannical leaders, particularly in condition with
heightened anxiety levels.

These findings are essential as they provide valuable insights into the adverse aspects of
leadership, organizational dehumanization, and the interrelationships among theoretical
frameworks. Moreover, this research presents strong evidence of the detrimental effects of
tyrannical leadership, emphasizing the significance of considering subordinates' anxiety
levels and integrating different theoretical perspectives. The present study enhances our
knowledge in the field of business and leadership by expanding our understanding of the
adverse outcomes of tyrannical leadership, particularly concerning subordinates’ ostracism
and burnout.

Theoretical Implications

This study makes important theoretical contributions to our understanding of the dark side
of leadership and dehumanization literature. In the context of Pakistan, this research
examines the connections between tyrannical leadership, employee ostracism, and burnout.
According to Hofstede (2001, 2011), this cultural setting is characterized by high collectivism,
uncertainty avoidance, and power distance. Examining these links in this cultural context
broadens our understanding of these topics and provides insights unique to the Pakistani
environment (Naseer et al., 2016; Ahmad et al., 2023).

This study adds to previous research on the detrimental effects of leadership by focusing on
the effects of tyrannical leadership in Pakistani culture (Ahmad and Nauman, 2022). The
study clarifies how dehumanization and tyrannical leadership interact, showing how these
dynamics lead to employee ostracism and burnout. The results highlight the negative
consequences of tyrannical leadership because they show how psychological exhaustion, low
self-efficacy, and a sense of social isolation affect employees. Particularly when these
employees perceive neglect and isolation within the workplace.

Practical Implications

Present study witnessed the detrimental effects of tyrannical leadership on employee
behavior, particularly in the service sectors, holds essential practical implications.
Organizations should avoid tyrannical leaders because their presence can hurt employee
well-being and cause a disconnect between workers and their jobs (Skogstad et al., 2015).
When tyrannical leaders are present, measures should be adopted to address workplace
burnout and ostracism. Employees may report oppressive supervisors with ease and
confidentiality when the human resources office is easily accessible, protecting them from
manipulation or harm. Tyrannical leadership can be prevented and managed with the help of
adequate checks and balances and prompt resolution of complaints through thorough
investigations.

Organizations can implement merit-based acknowledgement and rewards programs, such as
company recognition and job promotion opportunities, to minimize workplace burnout and
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ostracism. These systems boost employees' self-esteem and alleviate adverse outcomes.
Moreover, these problems may be addressed by psychological training programs that give
employees coping skills to lessen the consequences of tyrannical leadership.

The human resources department plays a critical role in fostering a positive organizational
climate that discourages tyrannical leadership and assists affected employees. Employee
engagement in rehabilitation programs is critical for addressing workplace burnout and
ostracism. These activities may include promoting relaxation techniques, empowering
employees to take personal control of their work environment, facilitating psychological
detachment from work during non-work hours, and encouraging physical activity. The
human resources department can actively contribute to the recovery and overall well-being
of employees who have been impacted by tyrannical leadership, burnout, and ostracism by
creating a supportive environment and ensuring the availability of necessary resources.

Study Limitations, Strengths, and Future Research Directions

One notable limitation of the current research is its restricted participant sample, consisting
solely of individuals from the banking and education sectors. Future studies should include a
more diverse range of participants, including those from various service sectors, like sales
and office workers, and those from various occupations, to enhance the generalizability of the
findings. Another limitation of relying solely on self-report data is the possibility of common
method variance. However, the research design effectively addresses this concern by
collecting data for the independent, moderator, mediator, and outcome variables at different
times.

Additionally, this study employing a time-lagged design assists in addressing concerns
related to common method variance and reverse causality in mediation models. The study's
high response rate and time-lagged design with matched responses from the same employees
enhance the accuracy of the results and mitigate potential self-selection bias. Using a time-
lagged design allows for examining variables at different points, reducing the likelihood of
spurious relationships and providing more robust evidence of causality. Moreover, the
introduction of a time gap of three weeks between predictor and criterion variables, as
demonstrated by Johnson et al. (2011), has been shown to reduce correlations by 43%,
effectively mitigating common method variance concerns. Additionally, the correlations
between variables in this study were found to be low to modest in size, suggesting the
absence of common method variance concern.

One notable strength of this study is its contextualization within Pakistan, which provides an
optimal environment for examining the adverse implications of tyrannical leadership in
cultures characterized by high power distance, uncertainty, and collectivism, like in Pakistan,
where employees must follow their superiors' directions and recognize power differences
(Hofstede, 1991). Tyrannical leaders exhibit behaviors that reduce employees' psychological
resources and intensify dehumanization insights, leading to workplace ostracism and
burnout. Future research may investigate the tyrannical leadership effects daily, allowing for
a deeper understanding of day-to-day variations in their impact. Additionally, investigating
other potential moderators, such as emotional intelligence, organizational justice, and social
support, would contribute to a more comprehensive understanding of tyrannical leadership
dynamics. Expanding the scope of research in these areas would enhance our understanding
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of the complexities involved in tyrannical leadership and its consequences.

Conclusion

This study adds to the body of knowledge on dark leadership by investigating the effects of
tyrannical leadership on subordinates' feelings of ostracism and burnout. The study adds to
our understanding of how tyrannical leaders can foster an environment that leads to
employee feelings of ostracism and burnout. Moreover, we identified organizational
dehumanization as a mediating variable in this relationship. Furthermore, our research
demonstrates the interactional impact of trait anxiety and tyrannical leadership, which
amplifies the adverse outcomes of employee ostracism and burnout. Finally, the presence of
tyrannical leadership erodes subordinates' psychological health. Therefore, the study's
findings emphasize the importance of service organizations implementing approaches that
effectively control and mitigate the harmful effects of tyrannical leadership.
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Appendix A. Table A1 Confirmatory Factor Analysis

Construct | Items | Loadings CR AVE Alpha
TL .70 94 57 94
71
.79
.70
76
.78
.86
72
74
10 71
11 72
12 .82
0D 92 .53 92
0.69
0.65
0.75
0.76
0.66
0.73
0.75
0.77
0.77
0.77
0.66
TA .86 61 .85
0.78
0.84
0.77
0.72
EB 90 52 .89
0.82
0.75
0.72
0.72
0.66
0.69
0.69
0.70
EO 94 .61 94
1 0.81
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2 0.84

3 0.76

4 0.81

5 0.73

6 0.77

7 0.81

8 0.75

9 0.75

10 0.79
Tyrannical leadership (TL), Trait Anxiety (TA), Employee Burnout
(EB), Employee Ostracism (EO), Organizational Dehumanization
(OD)
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