
	

	
1	Journal of International Business and Management (JIBM) 

https://rpajournals.com/jibm  
	

 

 
 
 
 
 
 
 
 
 
 

JIBM 
Journal of International Business and Management (JIBM) 

Journal Homepage: https://rpajournals.com/jibm  

 
The Mediating Role of Organizational Cynicism between Occupational 
Fatigue and Organizational Learning Culture in the Private Security 

Firms 
 

Yong Wenying1  
Alireza Mohammadi2  

Naghmeh Sabermajidi3  
Amer Hamzah Jantan4  

City Graduate School City University Malaysia, Malaysia124 
College of Business Administration, Maharishi International University 

Fairfield, Iowa, USA3 
 

Abstract  
This study investigates the intricate dynamics between occupational fatigue, 
organizational cynicism, and organizational learning culture within private security 
companies in Beijing, China. By analyzing these relationships, the research aims to 
reveal both direct and indirect effects of occupational fatigue on organizational learning 
culture, mediated through organizational cynicism. It is hypothesized that increased 
occupational fatigue will correlate with higher organizational cynicism, thereby 
diminishing the effectiveness of the organizational learning culture. The study also 
identifies critical moderating factors such as work-family conflict, workload, workplace 
spirituality, job autonomy, and organization-based self-esteem. These factors are 
expected to either exacerbate or mitigate the negative impacts of occupational fatigue 
and cynicism. Understanding these moderating influences is crucial for developing 
comprehensive strategies to manage occupational fatigue and foster a supportive 
organizational environment.  
Keywords: Occupational fatigue, Organizational cynicism, Organizational learning 
culture, Private security companies, Workplace dynamics 

 
 
 
 

Introduction 
Organizational cynicism, characterized by employees' sceptical and negative attitudes 
toward their organization (Rho, Jung, & Nam, 2020), and occupational fatigue, marked by 
disengagement and physical exhaustion, both adversely affect organizational health. This 
research background focuses on workplace attitudes, the impact of occupational fatigue and 
cynicism on organizational learning culture, and cynicism in the private security industry. 

Occupational fatigue and cynicism significantly impact organizations. Occupational 
fatigue undermines long-term productivity and employee well-being, causing physical 
health issues, anxiety, and decreased job satisfaction (Cohut, 2019; Vendeloo, 2018). 
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Cynicism, characterized by scepticism and resistance to change, arises from unmet 
expectations and organizational failures, leading to verbal criticisms and operational 
resistance (Çaylak & Altuntaş, 2017). While both phenomena have negative impacts, they 
also highlight areas for organizational improvement. Addressing occupational fatigue is 
essential for maintaining a motivated and healthy workforce. If managed effectively, 
cynicism can occasionally lead to positive outcomes by identifying areas needing change 
(Ergun & Atalay, 2011). 

Within organizational learning cultures, both occupational fatigue and cynicism present 
challenges. A learning culture thrives on change acceptance, open dialogue, and accessible 
information flow (Bouranta, 2013). However, occupational fatigue limits engagement with 
new information and decreases willingness to participate in learning opportunities. Cynicism 
fosters perceived self-rationalization and moral superiority, hindering efforts to enhance 
organizational learning culture (Voigt, 2019). Despite their importance, research directly 
linking occupational fatigue and cynicism to organizational learning culture remains limited. 

The private security industry, lacking stringent behavioral guidelines and facing 
governance challenges, is particularly vulnerable to occupational fatigue and cynicism 
(Nalla, Lim, & Demirkol, 2015). High-stress environments in this sector lead to anxiety, 
depression, and increased cynicism among employees (Talas et al., 2020). The industry's 
reluctance to seek external support exacerbates these issues, perpetuating negative attitudes 
(Koeppen, 2019). Unique challenges in this sector, such as poor employee well-being and 
mental health, intensify the adverse effects. Understanding the antecedents and 
consequences of occupational fatigue and cynicism is crucial for fostering a healthy 
organizational culture and improving employee well-being. This study will examine the 
factors influencing organizational learning culture in the private security industry, including 
variables such as occupational fatigue, cynicism, and workplace dynamics, to fill in the 
relevant literature and provide a realistic reference to enhance the sustainability of the private 
security industry. 
 
Overview of Cynicism in the Private Security Section 
With the increasing complexity of social security challenges, the security services industry 
has become vital in maintaining public safety and social stability. Since its inception in the 
1980s, China's security industry has grown significantly, expanding its market and 
diversifying its services. By 2019, the Chinese security market reached 65.5 billion yuan, a 
6.8% increase from the previous year. This growth continued in 2020, with the market 
reaching 70.2 billion yuan, a 17.1% increase. Projections suggest that by 2021, the market 
will reach 72.3 billion yuan and continue growing at an approximate annual rate of 11.26%, 
potentially reaching 110.8 billion yuan by 2025. 

Despite these advancements, the Chinese private security industry still needs to get 
closer to its international counterparts. The industry started in 1980, much later than in the 
United States, Germany, and Japan, which began their security services in 1859, 1901, and 
1964. This late start has resulted in less mature market systems. Additionally, the average 
annual income of Chinese security personnel is about 100,000 RMB, significantly lower than 
earnings of over 300,000 RMB for the same position in the US and EU. Moreover, Chinese 
security personnel work more than 44 hours a week, compared to less than 40 hours in other 
countries, indicating higher labor intensity and subpar working conditions. 

While China has made progress in reducing work pressure, improving training systems, 
and enhancing security legal frameworks, there remains a substantial gap compared to 
international standards (Jie et al., 2023; Song et al., 2023; Yao et al., 2024). Countries like 
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the United States and Germany have well-developed training and psychological 
management systems, areas where China is still developing. Consequently, China’s private 
security industry must learn from international practices to enhance its management and 
operational standards and narrow the gap with leading global markets. 
 
Organizational Learning Culture & Occupational Fatigue in Private Security  
Beijing, as China's capital, has positioned its security industry at the forefront internationally 
due to its role in hosting diplomatic missions, political meetings, and large-scale events. 
However, the rapid growth of Beijing's private security industry has led to increasing 
occupational fatigue and cynicism, negatively impacting organizational learning cultures. 
Continuous learning is vital for acquiring new knowledge, enhancing skills, and exploring 
new opportunities, especially in an era of rapid technological change (Bhasin, 2019; Morgan, 
2020). 

Organizational learning is a strategic framework that empowers organizations to 
achieve sustained progress. It encompasses fostering learning, cultivating leadership, 
managing change, and enhancing team collaboration (Juneja, 2018). Organizations that 
embrace a dynamic learning culture tend to see learning as a means of strengthening long-
term sustainability. The ability to adapt to unforeseen environmental changes is closely tied 
to an organization's learning capacity, enabling it to navigate unpredictable scenarios with 
confidence (Pantouvakis & Bouranta, 2013). 

However, fostering such a culture is challenging. Organizational cynicism, 
characterized by a negative mindset towards the organization, often stemming from 
pessimistic emotions about various organizational activities, can hinder the development of 
a learning culture (Dean, Brandes & Dhwardkar, 1998; Durrah, Chaudhary & Gharib, 2019). 
In Beijing, high living costs and low expectations have normalized negativity among 
employees, exacerbating organizational cynicism. 

There needs to be more literature on the impact of cynicism on organizational learning 
culture, especially in the context of Chinese firms undergoing organizational change. 
Although Lin and Huang's (2021) study on Taiwanese telecommunications firms provides 
some indirect insights, there is a significant gap in research focusing on Beijing-based 
companies, especially in the private security sector. Given Beijing's security industry's 
unique pressures and high-stress conditions, a targeted investigation of this relationship is 
crucial. 

This study intends to fill this gap by empirically examining how occupational fatigue 
affects organizational learning culture in the private security industry in Beijing and 
exploring the mediating role of cynicism. By analyzing these variables in a specific context, 
this paper hopes to expand the existing theories of organizational learning culture, explore 
the causal relationship between various employee work states and organizational learning 
culture, and, at the same time, put forward relevant practical and feasible suggestions. This, 
in turn, will increase employee motivation and learning effectiveness, creating a more 
positive and productive work environment within the private security industry in Beijing 
(Chen et al., 2024; Li et al., 2024; Tingfeng et al., 2022). 
This study significantly contributes to theory, practice, and context, offering valuable 
insights for policymakers, business managers, and scholars. The following sections will 
detail these contributions. Despite substantial research on occupational fatigue, cynicism, 
and organizational learning culture, the causal relationships and mechanisms still need to be 
explored. This study addresses this gap by presenting relevant theoretical content and 



	

	
4	Journal of International Business and Management (JIBM) 

https://rpajournals.com/jibm  
	

highlighting our contributions (Sun, Soh, et al., 2024; Sun, Soh, Mohammadi, et al., 2022; 
Yuan, Sun, Soh, Mohammadi, et al., 2023). 

Theoretically, this study constructs a comprehensive model that innovatively 
incorporates factors such as work-family conflict, workload, and workplace spirituality as 
moderating variables. This enriches the existing literature and provides new perspectives on 
organizational dynamics. Practically, the study identifies key factors affecting employee 
satisfaction in the private security industry and offers strategies to address these challenges 
(Sun, Geok Soh, et al., 2024; Sun, Soh, Roslan, et al., 2022; Yuan, Sun, Soh, & Mohammadi, 
2023). These findings not only guide improvements in employee work environments and 
benefits but also provide valuable references for the rapid and high-quality development of 
the sector. 

 
Literature Review 

Organizational Learning Culture (OLC) 
The concept and goals of Organizational Learning Culture (OLC) emphasizes continuous 
learning and adaptation, allowing organizations to stay competitive in dynamic markets. It 
is characterized by shared assumptions, norms, and values that guide members' behaviors 
toward learning and development (Shao, Feng & Liu, 2012). Recent studies emphasize the 
critical role of OLC in enhancing organizational performance, employee satisfaction, and 
innovation. For instance, Malik and Garg (2020) highlighted that organizations with a strong 
learning culture tend to perform better due to higher employee engagement and innovative 
capabilities. 

Peter Senge's seminal research on organizational learning cultures highlights the 
importance of fostering learning habits within organizations and improving individual and 
collective learning capabilities (Senge, 2006). This perspective is supported by Lee and Park 
(2021), who argue that deep learning within organizations involves acquiring knowledge, 
fostering reflective thinking, and encouraging innovation. Creating a learning organization 
involves integrating knowledge sharing, experience-based learning, and collaborative 
problem-solving, which are essential for maintaining a competitive edge in dynamic 
business environments. 

Developing an OLC requires a supportive environment that encourages continuous 
learning and adaptability. Berson, Da'as, and Waldman (2015) highlight the importance of 
leadership in fostering a learning culture, noting that leaders must inspire curiosity and 
provide constructive feedback to create a dynamic and creative learning environment. This 
approach enhances employee engagement and fosters a culture of continuous improvement, 
leading to sustained organizational growth and success. Additionally, Hislop (2010) points 
out that learning organizations promote a sense of belonging and mutual respect among 
employees, which is crucial for effective knowledge-sharing and collaboration. 

The significance of OLC has been further explored in recent studies, such as those by 
Xie (2018), who emphasizes the need for flexible and adaptive management practices that 
empower employees to contribute fully. Continuous learning and adaptability are critical for 
organizations to stay competitive in rapidly changing environments. Organizations that 
successfully develop a robust learning culture are better positioned to innovate and sustain 
growth over the long term. Recent research by Davis (2016) also underscores the importance 
of providing employees with challenging assignments and opportunities for lateral 
movements, which enhances their skills and keeps them engaged. 
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Occupational Fatigue (OF) 
Occupational fatigue is often considered a highly related concept to burnout. Generally, it 
manifests in mental and physical exhaustion and lack of mood to complete tasks assigned by 
the organization. It arises from high work pressure, individual lifestyle factors, and 
personality traits such as pessimism and perfectionism (Maslach & Leiter, 2016; Edú-
Valsania, Laguía, & Moriano, 2022). Recent studies have highlighted the prevalence of 
occupational fatigue across various organizational settings, emphasizing its impact on both 
individual well-being and organizational performance (Schaufeli, Leiter, & Maslach, 2008). 

The negative consequences of occupational fatigue are well-documented. For instance, 
Huri et al. (2016) found that occupational fatigue leads to increased depression, anxiety, and 
turnover intentions, adversely affecting job performance and organizational efficiency. 
Protecting job resources and reducing work demands are crucial strategies for preventing 
occupational fatigue and mitigating its adverse effects (Kasa & Hasan, 2015). Furthermore, 
Yun and Chung (2011) emphasize the importance of organizational support in addressing 
occupational fatigue, suggesting that a supportive work environment can significantly reduce 
the risk of burnout. 

Recent research by Dyrbye et al. (2019) indicates that occupational fatigue has far-
reaching effects on both physical and mental health, contributing to a range of issues from 
decreased job satisfaction to increased absenteeism. These findings underscore the need for 
comprehensive strategies to manage potential sources of stress at work and promote a 
balanced and sustainable family and life. 

Occupational fatigue also has a profound impact on the development of an OLC. A 
learning culture requires a supportive environment where employees feel valued and 
motivated to learn (Berson, Da'as, & Waldman, 2015). However, high stress levels and 
inadequate support diminish employees' willingness to learn and innovate (Kim, 2016). 
Addressing occupational fatigue by fostering a positive work environment, providing 
necessary resources, and encouraging continuous learning is essential for promoting a 
healthy organizational learning culture (Verduijn & Heijboer, 2016). Considering the 
relationship between occupational fatigue and its broader impacts, we propose: 
 
Organizational Cynicism (OC) 
The core manifestation of organizational cynicism is a negative sentiment and distrust of the 
organization or the tasks assigned by the hierarchy. They often arise from unmet 
expectations, perceived injustice, and managerial failures (Dean, Brandes, & Dharwadkar, 
1998). Employees develop cynical attitudes when they feel that the organization has violated 
the psychological contract, leading to decreased job satisfaction, organizational 
commitment, and performance (Rousseau, 1989; Vance, Brooks, & Tesluk, 1996). Recent 
studies emphasize the detrimental impact of organizational cynicism on overall 
organizational performance and employee well-being (Durrah, Chaudhary, & Gharib, 2019). 

The relationship between occupational fatigue and organizational cynicism is well-
established. Employees experiencing fatigue are likelier to exhibit negative attitudes and 
distrust towards the organization (Ozgener, Ogut, & Kaplan, 2008). This cynicism further 
exacerbates the adverse effects of fatigue, leading to decreased job performance and higher 
turnover rates (Morin, 2016). Addressing occupational fatigue mitigates organisational 
cynicism and fosters a positive work environment (Brown, 2019). 

Recent research by Al-Abrrow (2018) highlights the positive effect of attitudes of 
organizational trust in eliminating the effects of cynicism. Organizations that prioritize 
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transparency, fair treatment, and employee involvement in decision-making processes are 
more likely to reduce cynical attitudes and promote a positive organizational culture. 

Organizational cynicism is a significant barrier to developing OLC. Cynical employees 
are often unwilling to go out of their way to improve themselves or to learn and innovate, 
which hinders organizational growth (Durrah, Chaudhary, & Gharib, 2019). Effective 
change management and fulfilling organizational promises are crucial to reducing cynicism 
and promoting a positive learning culture (Abraham, 2000; Nafei, 2013). Organizations must 
build trust, transparency, and support to overcome cynicism and enhance the learning culture 
(Usman et al., 2015). 

Moreover, organizational cynicism mediates the relationship between occupational 
fatigue and OLC. While occupational fatigue negatively impacts the learning culture, 
cynicism exacerbates this by fostering negative attitudes and distrust (Simha, Elloy, & 
Huang, 2014). Addressing cynicism is crucial to mitigate the adverse effects of fatigue and 
promote a positive organizational learning culture (Johnson & O'Leary-Kelly, 2003; 
Brandes, Dharwadkar, & Dean, 1999). This mediating role of organizational cynicism 
highlights the need for comprehensive strategies to address both occupational fatigue and 
cynicism to foster a thriving learning culture within organizations.  
 
Workplace Dynamics 
This paper will also examine the moderating effect of workplace dynamics. From a practical 
point of view, this paper will discuss five workplace dynamic variables: work-family 
conflict, workload, workplace spirituality, work autonomy, and organizational-based self-
esteem. The related literature is already rich in discussions of these five variables 
 
Work-family Conflict  
Recent studies have shown that the boundary between work and family determines workers' 
attitudes towards the organization because if work encroaches on the family boundary, it will 
affect the mood of the worker's leisure (Allen et al., 2014). Research has examined work-
family gain, with work identity salience often used as a moderating variable. The conflict 
between work and family has been analyzed through various theories, such as role conflict, 
boundary theory, and social identity theory, focusing on its causes and effects on employee 
behavior, attitudes, and performance (Selvarajan et al., 2016). Recent findings highlight that 
family ostracism can hinder employee creativity, mediated by stress-related family-work 
conflicts (Babalola et al., 2021). Conversely, positive family relationships can enhance 
creativity indirectly through resource spillovers, demonstrating the complex interplay 
between work and family dynamics (Tang et al., 2017). 
 
Workload 
Recent studies underscore the varied impacts of workload on employees and its significance 
for organizational management. Heavy workloads can lead to health issues, decreased 
commitment, and lower performance (Xanthopoulou et al., 2014). Viewing workload as a 
stressor can be categorized into challenging and obstructive types. Challenging stressors 
might enhance competence and career growth, whereas obstructive stressors usually lack 
such benefits (Li, 2013). In China, studies by Liu, Cui, and Shen (2016) show a positive 
relationship between challenging stressors and innovative behavior, while nuisance stressors 
negatively impact innovation. More research is required to elucidate these complex 
relationships and their influence on employee creativity. 
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Workplace Spirituality 
Developing workplace spirituality encourages employees to maintain a mindset of gratitude, 
especially when they can plan for their future and when the organization fulfils its promises 
(Davis, 2017). This gratitude arises for several reasons. Firstly, workplace spirituality 
prevents intense organizational conflicts that can cause physical and emotional harm. 
Secondly, it offers more options for balancing professional and social life, helping 
employees avoid difficult trade-offs and maintain a positive outlook on work and life. This 
positive influence extends to the broader community, with many scholars agreeing that 
workplace spirituality not only optimizes organizational culture but also demonstrates 
genuine care for employees (Pan et al., 2023; Qi et al., 2023). 
 
Job Autonomy 
Managers are reluctant to delegate, employees may feel distrusted, which can erode their 
initiative and autonomy (Harriss, 2019). According to Thalacker (2017), self-determination 
theory emphasizes that autonomy is a fundamental psychological need, especially critical 
for scientific researchers. 

 
Organizational-Based Self-esteem 
A study by Thompson and Gomez (2014) revealed that organizational self-esteem is linked 
to better employee psychological well-being, including reduced depression, lower turnover 
rates, and less anxiety. Similarly, Huysse-Gaytandjieva et al. (2013) found that 
organizational self-esteem significantly predicts job satisfaction. Individuals with high 
organizational self-esteem are more adaptable and resilient to stress (Pierce, Gardner, & 
Crowley, 2015). Research further underscores the strong connection between employees' 
well-being, psychological health, and organizational self-esteem (Pierce, Gardner, & 
Crowley, 2015). 
 
Research Objectives 

RO1: To measure the impact of occupational fatigue on the organizational learning 
culture of private security companies in Beijing. 
RO2: To measure the impact of occupational fatigue on the emergence of 
organizational cynicism in private security companies in Beijing. 
RO3: To measure whether organizational cynicism has changed the organizational 
learning culture of private security firms in Beijing. 
RO4: To measure the mediating effects of organizational cynicism on occupational 
fatigue and organizational learning culture in private security firms in Beijing. 
RO5: To measure if occupational fatigue influences organizational cynicism in 
Beijing private security companies, and if this influence is moderated by other 
workplace dynamics. 
 

Research Methodology 
This study adopts a comprehensive research methodology that includes literature review, 
theoretical analysis, quantitative analysis, and surveys. This study adopts a realism ontology 
aligned with an objective epistemology, and quantitative design that best suits the stated 
objectives of the present study (Creswell, 2009; Joseph F. et al., 2021). The research aims to 
explore variables such as occupational fatigue, organizational learning culture, and 
organizational cynicism in the private security industry in Beijing. Data will be collected 
using customized questionnaires designed to capture the nuances of these variables in the 
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context of Chinese enterprises. The study will employ various statistical methods to ensure 
a thorough examination of the relationships between the key variables (Joseph F. et al., 2021; 
Mohammadi, 2019). 

Firstly, descriptive statistical analysis will be employed to summarize and interpret the 
fundamental characteristics of the data. This technique will present a clear picture of the 
overall trends and distributions, forming a strong basis for more detailed analyses. For 
example, the study will examine variables such as occupational fatigue, organizational 
learning culture, and organizational cynicism, focusing on their means, standard deviations, 
and frequency distributions. 

Secondly, correlation coefficients will be used to explore the correlations between the 
occupational fatigue and cynicism variables involved in the article. By determining the 
correlation coefficients, this article can construct a matrix of correlation coefficients, and the 
significance and sign of the coefficients can indicate the strength and direction of the 
associations between the variables. This analysis is vital for understanding how workload, 
job autonomy, and work-family conflict influence organizational learning culture.  

Finally, path coefficient analysis will be carried out to delve into the causal relationships 
between variables. This approach will enable the study to measure the effect of one or more 
independent variables on a dependent variable, offering a deeper insight into the dynamics 
involved. Specifically, the study will construct regression models to evaluate the effect of 
occupational fatigue on organizational learning culture, taking into account mediating 
variables such as organizational cynicism and moderating variables like workplace 
spirituality and self-esteem. This method will validate hypotheses and provide empirical data 
to support practical recommendations. 
 
Population and Sampling Strategy 
This research focuses on employees from private security firms in Beijing as the unit of 
analysis. Using random sampling, this study samples from seven private security firms in 
Beijing. With a research population of 300,000 employees, this research requires a 384-
sample size according to Krejcie and Morgan's formula (Krejcie & Morgan, 1970). Simple 
random sampling is used to ensure a broad and inclusive range of participants and to avoid 
sample selection problems, thus increasing the generalizability of the study (Mohammadi et 
al., 2021).  

The sample will include security personnel at various levels within these organizations 
to capture various experiences. Selection criteria will focus on participants' experiences with 
occupational fatigue and organizational cynicism, ensuring the study addresses these critical 
issues. 

The data will be collected using via online questionnaires. This approach aims to 
maximize response rates and ensure data reliability by accommodating different respondent 
preferences (Mohammadi et al., 2017). 

The questionnaire will address key variables such as occupational fatigue, 
organizational learning culture, and organizational cynicism. It will also consider potential 
moderators, including work-family conflict and workplace spirituality, to explore the 
possible impact of employees' workplace dynamics on cynicism. 
 
Hypotheses Development 
The following section summarizes the logic of some of the hypothesis tests, which will be 
tested quantitatively in this study. 
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H1: Occupational fatigue significantly influences organizational learning culture in 
the private security firms in Beijing. 
H2: Occupational fatigue significantly influences organizational cynicism in the 
private security firms in Beijing. 
H3: Organizational cynicism significantly influences the establishment of an 
organizational learning culture in the private security firms in Beijing. 

 
Mediating Hypothesis (Indirect): 

H4: Organizational cynicism mediates the relationship between occupational fatigue 
and organizational learning culture in private security firms in Beijing.  

 
Moderating Hypothesis: 

H5: Work-family conflict moderates the relationship between organizational 
cynicism and organizational learning culture in the private security firms in Beijing. 
H6: Work load moderates the relationship between organizational cynicism and 
organizational learning culture in the private security firms in Beijing. 
H7: Workplace spirituality moderates the relationship between organizational 
cynicism and organizational learning culture in the private security firms in Beijing. 
H8: Job autonomy moderates the relationship between organizational cynicism and 
organizational learning culture in the private security firms in Beijing. 
H9: Organization-based self-esteem moderates the relationship between 
organizational cynicism and organizational learning culture in the private security 
firms in Beijing. 

. 

 
Figure 1: Research Framework 

Expected Impact 
This research, from a micro perspective, aims to clarify the complex interplay between 
occupational fatigue and organizational learning culture within private security companies 
in Beijing. Using Smart PLS analysis on data collected from 708 valid questionnaires, the 
study investigates both the direct and indirect effects of occupational fatigue on 
organizational learning culture, with organizational cynicism as a mediating factor. The 
findings are expected to demonstrate that higher levels of occupational fatigue correlate with 
increased organizational cynicism, thereby undermining the effectiveness of organizational 
learning culture. This study emphasizes that occupational fatigue extends beyond individual 
well-being, influencing employees’ perceptions of their organizations and, consequently, 
impacting the long-term growth and development of these organizations. 
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Initial quantitative analysis reveals a strong negative relationship between occupational 
fatigue and organizational learning culture, suggesting that as fatigue increases, employees’ 
perceptions of a supportive and growth-oriented organizational environment diminish. 
Fatigue appears to negatively affect employees’ engagement in learning activities, thereby 
reducing the overall efficacy of the organizational learning culture. Additionally, a 
significant positive relationship between occupational fatigue and organizational cynicism 
is anticipated, indicating that heightened fatigue may foster a more cynical outlook among 
employees, further impeding the organizational learning culture. 

The study also identifies key moderating factors that influence these relationships. 
Work-family conflict and workload are expected to exacerbate the negative impact of 
occupational fatigue on organizational cynicism, as high work-family conflict and heavy 
workloads can intensify feelings of fatigue and dissatisfaction, leading to increased 
cynicism. In contrast, factors such as workplace spirituality, job autonomy, and organization-
based self-esteem are expected to mitigate these negative effects. Employees who perceive 
a sense of spirituality, autonomy, and self-esteem in their work environment are likely to 
experience lower levels of fatigue and cynicism. Understanding these moderating influences 
is crucial for developing effective strategies to manage occupational fatigue and foster a 
supportive organizational environment. 

In conclusion, this study integrates quantitative insights to provide a comprehensive 
understanding of the relationships between occupational fatigue, organizational cynicism, 
and organizational learning culture. The research aims to uncover statistical patterns that 
highlight the detrimental effects of fatigue on organizational learning and the mediating role 
of cynicism. By identifying and addressing key moderating factors, organizations can 
develop strategies to mitigate the negative impacts of occupational fatigue, offering practical 
implications for enhancing organizational learning culture in private security companies in 
Beijing. 
 

Future Study Recommendations 
The present study has synthesized recent literature on the critical factors of Organizational 
Learning Culture, Occupational Fatigue, and Organizational Cynicism. By integrating recent 
findings, this study provides a comprehensive understanding of how these factors interact 
and influence organizational dynamics. 

However, future research should continue to explore the complex relationships between 
these variables, particularly in diverse organizational settings. This study examines the 
importance of addressing career fatigue and organizational cynicism in fostering a strong 
organizational learning culture that contributes to a growing body of knowledge. 

Future research should delve into the individual resilience factors and coping strategies 
that enable some employees to maintain positive perceptions of their organization despite 
experiencing occupational fatigue. Additionally, exploring coping strategies like adaptive 
emotion regulation and effective boundary management can reveal how individuals 
proactively mitigate the impact of occupational fatigue. This line of inquiry could employ a 
mixed-methods approach, combining qualitative interviews to capture personal narratives 
and quantitative assessments of psychological traits. Tracking changes in worker status over 
time can provide valuable insights into the dynamic impact of these factors, helping 
organizations design training programs that build resilience and maintain positive 
organizational attitudes. 

Moreover, exploring how contextual factors such as cultural dimensions, industry-
specific norms, and organizational characteristics shape the moderating influences of 
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workplace variables on occupational fatigue, organizational cynicism, and learning culture 
is essential. Cultural nuances, such as collectivism versus individualism, could play a pivotal 
role in determining the effectiveness of coping mechanisms like workplace spirituality. 
Similarly, the nature of the industry—whether it is highly competitive or collaborative—
might influence the impact of job autonomy. Comparative analysis across different cultures, 
industries, or organizational types can offer valuable insights into these contextual dynamics. 
Qualitative research methods, such as ethnographic studies, could provide an in-depth 
exploration of how these factors manifest in employees' daily experiences. Understanding 
these influences will guide organizations in tailoring interventions and strategies to their 
unique contextual landscape, ensuring well-being initiatives are effectively customized 
across different environments. 

Last but not least, Longitudinal research tracking occupational fatigue, organizational 
cynicism, and learning culture over extended periods is crucial for understanding how these 
constructs evolve and interact, especially in response to organizational interventions, market 
changes, or leadership shifts. Such studies can capture temporal nuances, revealing whether 
reductions in occupational fatigue lead to subsequent decreases in organizational cynicism 
and improvements in learning culture. Examining the effects of well-being programs or 
significant organizational changes over time can provide evidence-based strategies for 
sustained impact. Conducting longitudinal research in dynamic organizational contexts will 
uncover the temporal dynamics of these constructs, offering insights for proactive 
management and enhancing both employee well-being and organizational effectiveness. By 
understanding these trajectories, organizations can implement interventions with a clearer 
roadmap for achieving lasting positive outcomes. 

 
Conclusion 

This study explores the relationships between occupational fatigue, organizational cynicism, 
and organizational learning culture within Beijing's private security companies. The primary 
objective is to reveal the influences of occupational fatigue on organizational learning 
culture, with organizational cynicism acting as a mediating factor. It is hypothesized that 
increased occupational fatigue will correlate with higher levels of organizational cynicism, 
which in turn is expected to weaken the organizational learning culture. 

Additionally, the study examines several moderating factors that could influence these 
relationships. Factors such as work-family conflict and workload are anticipated to 
exacerbate the negative impact of occupational fatigue on organizational cynicism. Heavy 
work-family conflict and workloads are likely to increase feelings of fatigue and 
dissatisfaction among employees, leading to heightened cynicism. On the other hand, 
positive factors like workplace spirituality, job autonomy, and organization-based self-
esteem are expected to mitigate these adverse effects. Employees who experience a sense of 
spirituality, autonomy in their roles, and high self-esteem within the organization are likely 
to show lower levels of fatigue and cynicism. Understanding these moderating influences is 
crucial for developing effective strategies to manage occupational fatigue and support a 
positive organizational environment. 

Overall, the study seeks to provide valuable insights into how occupational fatigue 
influences organizational dynamics and offers practical recommendations for fostering a 
supportive and effective learning culture within organizations. These findings aim to 
enhance both theoretical understanding and organizational practices. By identifying key 
factors that influence the relationships between occupational fatigue, organizational 
cynicism, and learning culture, the research will inform strategies to improve employee well-
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being and organizational performance. The ultimate goal is to create a more supportive work 
environment that promotes continuous learning and development, benefiting both employees 
and the organization as a whole. 
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