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Abstract

Introduction and Aim: Job burnout is one of the most significant psychological consequences of
occupational stress in service organizations and may negatively affect employees’ mental health,
job performance, and productivity. The present study aimed to investigate the predictive role of
organizational cynicism and interpersonal conflicts on job burnout through the mediating role of
intolerance of uncertainty among employees of Tehran Municipality.

Methodology: This descriptive-correlational study was conducted using structural equation
modeling (SEM). The statistical population included all employees of Tehran Municipality during
the spring of 2024, from whom 280 participants were selected through purposive sampling. Data
collection instruments included the Maslach and Jackson Burnout Inventory (1981), the
Organizational Cynicism Questionnaire developed by Dean et al. (1998), the Interpersonal Conflict
Scale by Spector and Jex (1998), and the Intolerance of Uncertainty Scale by Freeston et al.
(1994). Data were analyzed using descriptive statistics, Pearson correlation coefficients, and SEM
techniques.

Findings: The findings indicated that organizational cynicism ($=0.498, p<0.001), interpersonal
conflicts ($=0.230, p<0.001), and intolerance of uncertainty (f=0.455, p<0.001) had significant
positive effects on job burnout. In addition, organizational cynicism (p=0.641, p<0.001) and
interpersonal conflicts ($=0.454, p<0.001) significantly predicted intolerance of uncertainty.
Bootstrap analysis further demonstrated that organizational cynicism and interpersonal conflicts
exerted significant indirect effects on job burnout through intolerance of uncertainty. The proposed
structural model showed acceptable fit indices (RMSEA=0.067, CFI=0.980).

Conclusion: The results demonstrated that negative organizational perceptions and dysfunctional
interpersonal relationships contribute to increased job burnout through heightened intolerance of
uncertainty. Therefore, organizational interventions aimed at improving workplace relationships,
reducing organizational cynicism, and strengthening employees’ tolerance for uncertainty may
help decrease burnout levels among municipal employees.
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Extended Abstract

Introduction and Aim

In  contemporary organizational environments,
employees are increasingly exposed to psychological
pressure, occupational stress, interpersonal tension,
and organizational uncertainty. Public service
organizations, particularly municipalities, are among
the most demanding work settings because employees
are continuously required to respond to citizens’
needs, manage administrative complexity, and operate
within highly dynamic social environments. These
pressures may negatively affect employees’ mental
health and ultimately contribute to job burnout. Job
burnout is recognized as a multidimensional
psychological syndrome characterized by emotional
exhaustion, depersonalization, and reduced personal
accomplishment (Maslach et al., 2017). Burnout has
become a major concern in organizational psychology
because it not only diminishes employee well-being
but also reduces organizational effectiveness, service
guality, and job satisfaction (Brown et al., 2019; Yang &
Hayes, 2020).

Research has consistently demonstrated that
occupational stress and emotionally demanding work
conditions are among the primary antecedents of
burnout (Agyapong et al., 2023). Employees who work
in  high-pressure  service environments often
experience chronic fatigue, emotional depletion, and
decreased motivation. In municipal organizations,
employees are expected to maintain effective
communication with citizens while simultaneously
complying  with  organizational policies and
administrative expectations. Such conditions may
intensify  psychological strain and increase
vulnerability to  burnout (Mirbagheri, 2022).
Furthermore, burnout has been associated with
reduced productivity, lower organizational
commitment, absenteeism, and turnover intentions
(Khatatbeh et al., 2022).

One of the major organizational predictors of burnout
is organizational cynicism. Organizational cynicism
refers to a negative attitude toward the organization
characterized by distrust, pessimism, disappointment,
and the belief that organizational practices lack
integrity (Allen, 2020). Employees with high levels of
cynicism tend to perceive organizational policies and
managerial decisions as unfair or manipulative. Such
perceptions weaken employees’ emotional attachment
to the organization and contribute to psychological
withdrawal from work. Previous studies have shown
that organizational cynicism is positively associated

with emotional exhaustion, job dissatisfaction, and
burnout (Alsubaie & Nasaani, 2021; Ulutas & Kucuksaygin,
2023). Chiaburu and colleagues argued that cynical
attitudes in the workplace are linked to negative
emotional reactions, reduced organizational
engagement, and counterproductive  behaviors
(Chiaburu et al., 2013). Similarly, studies conducted in
Iranian organizational settings have confirmed the
positive relationship between organizational cynicism
and job burnout (Bazvand & Nazari, 2016).

Another important factor associated with burnout is
interpersonal conflict in the workplace. Interpersonal
conflict refers to incompatibility, disagreement, or
tension between individuals arising from differences
in goals, values, expectations, or communication
patterns (Robbins, 1978). Workplace conflicts may
manifest through arguments, hostility, disrespect, or
indirect negative behaviors such as gossip and social
exclusion. Hocker and Wilmot emphasized that
unresolved interpersonal conflicts create emotional
strain and weaken psychological safety within
organizations (Hocker & Wilmot, 2018). Research
findings have shown that persistent interpersonal
conflicts increase stress levels, emotional exhaustion,
and psychological distress among employees (Rahim,
2023). Kundi and Badar also found that interpersonal
conflict contributes to counterproductive work
behavior and emotional dysfunction (Kundi & Badar,
2021). In organizational contexts characterized by
high interaction demands, such as municipalities,
employees are frequently exposed to interpersonal
tensions that may increase the likelihood of burnout
(Aukstikalnyte, 2021).

In addition to organizational and interpersonal
variables, cognitive-emotional characteristics may
also influence employees’ vulnerability to burnout.
One such factor is intolerance of uncertainty.
Intolerance of uncertainty refers to an individual’s
tendency to perceive ambiguous or uncertain
situations as threatening and distressing (Sahib et al.,
2023). Individuals with low tolerance for uncertainty
often experience excessive worry, emotional
instability, and anxiety when faced with unpredictable
conditions. Williams and Levinson suggested that
intolerance of uncertainty contributes to maladaptive
emotional responses and chronic stress reactions
(williams & Levinson, 2021). Within organizational
settings, employees who are unable to tolerate
uncertainty may experience greater psychological
strain when confronted with organizational changes,
unclear expectations, or unstable working conditions.
Previous studies have demonstrated that intolerance of




uncertainty is associated with burnout and emotional
exhaustion among healthcare professionals and
organizational employees (Lee et al., 2020; Malouf et
al., 2023).

Theoretically, organizational cynicism and
interpersonal conflicts may increase burnout both
directly and indirectly through intolerance of
uncertainty. Employees who perceive their work
environment as unfair, conflict-ridden, and
unpredictable are more likely to interpret ambiguous
situations as threatening. This cognitive-emotional
process may intensify stress responses and contribute
to emotional exhaustion. Although previous studies
have separately examined the relationships between
organizational  cynicism, interpersonal conflict,
intolerance of uncertainty, and burnout, few studies
have integrated these variables within a
comprehensive structural model. Moreover, limited
research has focused specifically on municipal
employees despite the psychological demands
associated with municipal work environments.
Therefore, the present study aimed to investigate the
structural  relationship ~ between  organizational
cynicism, interpersonal conflicts, intolerance of
uncertainty, and job burnout among employees of
Tehran Municipality.

Methodology

The present study employed a descriptive-
correlational design using structural equation
modeling (SEM). The statistical population consisted
of all employees working in Tehran Municipality
during the spring of 2024. Participants were selected
using purposive sampling based on the criterion of
having at least six months of work experience.
According to SEM sample size estimation principles,
a minimum sample size of 264 participants was
required; however, to ensure greater statistical
accuracy and compensate for incomplete responses,
280 employees were included in the final sample.

Data collection was conducted using four
standardized questionnaires. Job  burnout was
measured using the Maslach Burnout Inventory
developed by Maslach and Jackson, which consists of
22 items  assessing  emotional  exhaustion,
depersonalization, and reduced personal
accomplishment.  Organizational  cynicism  was
measured using the Organizational Cynicism
Questionnaire developed by Dean and colleagues,
consisting of 13 items assessing affective, cognitive,
and behavioral dimensions of cynicism. Interpersonal
conflict was assessed using the Interpersonal Conflict
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at Work Scale developed by Spector and Jex, which
evaluates conflictual interactions among employees.
Intolerance of uncertainty was measured using the
Intolerance of Uncertainty Scale developed by
Freeston and colleagues, consisting of 27 items
related to emotional and cognitive responses to
uncertain situations.

After obtaining informed consent, questionnaires were
distributed among participants and completed
voluntarily. Data were analyzed using SPSS and
AMOS software. Descriptive statistics, Pearson
correlation coefficients, and structural equation
modeling were used to analyze the data. Model fit was
evaluated using indices including CMIN/DF, CFl,
NFI, TLI, and RMSEA.

Findings

The results of the Kolmogorov—Smirnov test
indicated that all study variables had normal
distributions, confirming the suitability of parametric
statistical analyses and SEM procedures. Pearson
correlation analysis demonstrated significant positive
relationships among all variables. Job burnout showed
significant positive correlations with intolerance of
uncertainty (r = 0.755), organizational cynicism (r =
0.724), and interpersonal conflict (r = 0.560).
Furthermore, organizational cynicism was positively
associated with intolerance of uncertainty (r = 0.628),
while interpersonal conflict was positively associated
with intolerance of uncertainty (r = 0.548).

The examination of multicollinearity assumptions
using tolerance and variance inflation factor (VIF)
indices confirmed that no significant multicollinearity
existed among predictor variables. Tolerance values
were above 0.10 and VIF values were below 10,
indicating acceptable independence among predictors.

The structural equation model demonstrated
acceptable model fit. The chi-square to degrees of
freedom ratio (CMIN/DF) was 2.262, indicating an
appropriate fit. Additional fit indices were also
satisfactory, including NFI = 0.965, CFI = 0.980, TLI
=0.969, and RMSEA = 0.067.

Direct path analysis showed that organizational
cynicism had a significant positive effect on
intolerance of uncertainty (B = 0.641, p < 0.001).
Interpersonal conflict also significantly predicted
intolerance of uncertainty (f = 0.454, p < 0.001). In
addition, organizational cynicism had a direct positive
effect on job burnout (B = 0.498, p < 0.001), while
interpersonal conflict significantly predicted burnout
(B=0.230, p < 0.001). Intolerance of uncertainty also
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demonstrated a significant positive effect on burnout
(B=10.455,p<0.001).

Bootstrap analysis further revealed significant indirect
effects. Organizational cynicism had an indirect effect
on burnout through intolerance of uncertainty (f =
0.291, p < 0.001), and interpersonal conflict also had
a significant indirect effect on burnout through
intolerance of uncertainty (B = 0.206, p < 0.001).
Overall, the findings confirmed the mediating role of
intolerance of uncertainty in the relationship between
organizational cynicism, interpersonal conflict, and
job burnout.

Discussion and Conclusion

The findings of the present study demonstrated that
organizational cynicism, interpersonal conflicts, and
intolerance of uncertainty are significant predictors of
job burnout among municipal employees. Employees
who held negative attitudes toward their organization
reported higher levels of emotional exhaustion and
burnout. This finding suggests that distrust in
organizational systems and perceptions of unfairness
may weaken employees’ emotional attachment to
work and increase psychological fatigue.

Interpersonal conflict was also identified as an
important predictor of burnout. Employees who
experienced frequent conflicts with colleagues or
supervisors reported greater emotional strain and
exhaustion. Continuous exposure to workplace
tension may reduce employees’ sense of
psychological safety and increase emotional depletion
over time.

Another important finding was the significant role of
intolerance of uncertainty in predicting burnout.
Employees who perceived uncertain situations as
threatening experienced greater psychological distress
and emotional exhaustion.  Municipal  work
environments often involve unpredictable conditions,
administrative changes, and high interaction demands.
Individuals with low tolerance for uncertainty may
therefore experience greater vulnerability to stress and
burnout.

The results further demonstrated that intolerance of
uncertainty mediated the effects of organizational
cynicism and interpersonal conflict on burnout. This
finding highlights the importance of cognitive-
emotional mechanisms in explaining how workplace
stressors contribute to psychological exhaustion.
Employees who perceive their organization as unfair
or conflictual may become increasingly sensitive to
ambiguity and unpredictability, which in turn
intensifies emotional strain and burnout.

Overall, the findings emphasize that burnout among
municipal employees is a multidimensional
phenomenon influenced by  organizational,
interpersonal, and cognitive factors. Reducing
workplace  cynicism, improving interpersonal
relationships, and enhancing employees’ ability to
cope with uncertainty may play important roles in
promoting psychological well-being and
organizational effectiveness. Therefore, organizations
should develop supportive managerial practices,
conflict management programs, and psychological
training interventions aimed at strengthening
resilience and tolerance for uncertainty among
employees.
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