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Abstract

The aim of this paper is to examine the association of abusive supervision with workplace
deviance, for instance supervisory directed deviance, non-supervisory directed deviance,
and emotional exhaustion. Further, in this paper we examine how power distance
moderates these relationships. Cross-sectional data was collected through self-
administrated questionnaire from banking sectors in Lahore, Pakistan. To test the
hypothesis, structural equation-modeling (SEM) technique is used; moreover, for
moderation test hierarchical regression is applied. The finding suggests that abusive
supervision is positively associated with supervisory directed deviance, hon-supervisory
directed deviance, and emotional exhaustion. In moderation test, the individual power
distance influences the relationships between abusive supervision and supervisory
directed deviance as well as emotional exhaustion. However, it has not affected the
relationship among abusive supervision and non-supervisory directed deviance. The
results indicate that mostly mistreated employees involved in negative reactions and these
reactions are not only contained deviating behavior, it also influences them emotionally.
By addressing abusive supervision issues, this research has key implication for abusive
supervision practically. In practical terms, ‘Policy makers’ can also take benefit from this
research by considering how abusive supervision can influence the employees’ well-
being in organizations while making organizational polices.

Keywords: abusive supervision, workplace deviance behavior, supervisory directed
deviance, non-supervisory directed deviance, emotional exhaustion, individual power
distance, banking sector.
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1. Introduction

The loyal and devoted employees influence the success of any organization. This
devotion may decrease when they are not treated fairly. Abusive supervision is effect on
desired outcomes. As, supervisors have different roles in the workplaces, they mentor,
monitor and evaluate employees on their routine job activities (Aryee et al., 2008).
Employees usually expect support and motivation from their supervisors. Employee is
considered as a vital resource of organizations and without them, a firm could not
generate profits. Hence, a fair and respectful interpersonal treatment with employees can
lead them to feel satisfied and valuable assets of organizations (Alexander, 2011).

In current business environment, supervisors might adopt such behaviors that can
influence the interpersonal relationships. The problem is that manager engaged in abused
supervisory behaviors for instance publically criticism, loud, angry tantrums, rudeness,
inconsiderate actions and coercion, threats, hiding important information and ridiculing
with or in front of co-workers (Mitchell et al., 2015). Consequently, employees to cope
up their behavior may involve in counterproductive work activities. Growing concern has
been shown in management literature on employees’ counterproductive work behaviors
at the workplace, because of its impacts on organizations and its members (Lin et al.,
2012). Counterproductive work behavior refers to intentionally adopted behaviors by the
employees to harm organizations or its members (Mawritz, 2014).

The counterproductive work behaviors could be ‘Retaliation’ (Skarlicki & Folger, 2004),
‘Revenge’ (Shoss et al., 2013), “Workplace Aggression’ (Mawritz, 2014), ‘Violation’
(Aryee et al., 2008) and ‘Deviate Behaviors’ (Alexander, 2011). Abusive supervision has
been under consideration over the last two eras (Martinko et al., 2013) because it is not
only negatively impacts on psychological well-being but organizations as well. This
study focuses on Social Exchange Theory (SET) (Blau, 1964), SET defines that
individuals come into a connection with others to maximize their benefits and reduce cost
(Blau, 1964; Greenhaus & Betell, 1985).

From last two decades, several studies have been carried out on abusive supervision
(Martinko et al., 2013), which shows the probable significance of this area of research in
the current era. Literature suggests most of the researches on abusive supervision have
done, on sample taken from the western countries (Tepper et al., 2011; Khan, 2014). As it
matters significantly in managing employees of different, cultural backgrounds due to
globalization may vary therefore, findings of the western context on abusive supervision
may not be appropriate in other social settings (Tepper et al., 2007). Consequently,
several calls have been made to study it in Asian culture (Aryee et al., 2008; Martinko et
al., 2013; Wang et al., 2012; Lin et al., 2012). Western countries base on low power
distance, whereas Asian countries (for instance Pakistan, China and India) rely on high
power distance (Hofstede, 2013).

Mostly, researchers studied on abusive supervision with the constructs of trust,
organizational citizenship behavior and workplace bulling in Pakistan. It could be argued
that little is known in Pakistan on the link of abusive supervision through workplace
deviance and psychological distress. Thus, the study filled the gap in literature by
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studying abusive supervision and its two significant consequences in Pakistan (Aryee et
al., 2008; Tepper et al., 2007; Martinko et al., 2013; Wang et al., 2012; Lin et al., 2012).

The aim of this study is to examine the relationships of abusive supervision with
supervisory-directed deviance, non-supervisory directed deviance and emotional
exhaustion. It also investigates the effect of power distance on these relationships. The
current study has chosen the power distance as moderation and investigates the
relationship with abusive supervision (Lin et al., 2012; Hussain & Sia, 2017). The
research question is how abusive supervision affects the relationship with all types of
workplace deviance and how individual power distance influences these relationships.
Thus, the scope of the study is to assist organizations, supervisors and subordinates to
take constructive actions against abusive supervision. In addition, study adds value to the
management and social sciences literature and opens future avenues by studying abusive
supervision in Pakistani context.

After introduction session, we reviewed the existing literature according to the study that
included abusive supervision, workplace deviance and power distance. After that, we
refer to the methodology and data analysis in terms of SEM and moderation test approach
by using AMOS and SPSS. At the end, the results and discussion are reported.

2. Literature Review

As published in Social Exchange Theory by Blau (1964), people usually respond
whatever they get at their working environment consistently, thus individual who
perceives harm involves negative reactions in return (Mitchell & Ambrose, 2007; Liu et
al., 2010). In other words, people generally return whatever they obtain from others in
any social context. One of the views of SET is reciprocity or return in kind (Wang et al.,
2012). For instance, if an employee perceives a co-worker making fun of him/her in front
of others, then to restore interpersonal mistreatment of disrespect, employee may damage
co-worker’s personal property (like, mobile phone). Feeling of fair treatment can increase
the likelihood of socially accepted behavior in return (such as OCB). Cropanzano and
Mitchell (2005) in the light of SET stated employees usually deviate negatively because
of improper treatment by supervisors at the workplace.

The term ‘Abusive Supervision’ referred as “subordinates’ perceptions of the extent to
which supervisors engage in the sustained display of hostile verbal and nonverbal
behaviors, excluding physical contact” (Tepper, 2000). Some of the manifestations of
abusive supervision might be disparage, yelling, taking unnecessary credit of work,
menacing, silent treatment, withholding information, use of painful language and
interfering in privacy and discouraging (Wu, 2008). Research on abusive supervision
demonstrate that abusive behaviors charged employees to exhibit low level of self-
satisfaction, devotion, faithfulness, equity and fair acknowledgment (Hamid et al., 2015)
and increase the rate of replacements, work family conflict and psychological distress
(Linetal., 2012).

2.1. Abusive Supervision and Workplace Deviance

Workplace deviance may explain as the intentionally adopted behaviors of employees

that violate the important organizational customs and intimidate the well-being of

organizations and employees or both at the same time (Tepper et al., 2008). Deviating

behaviors are substantial consequences of abusive supervision (Tepper et al., 2009, Lian
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et al., 2012). An employee who perceives injustice, threats, bullying and mistreatment at
workplace, usually, adopt deviant behaviors to restore the mistreatment and injustice
faced from the opposite party (Wang et al., 2012; Lian et al., 2012). As for SET (Blau,
1964), people normally act as same as they receive at their workplace. In other words,
people generally return whatever they obtain from others in any social context.

Therefore, deviance from workplace can be a source of financial and psychological cost
that an organization has to bear. It can be organizational deviance and interpersonal
deviance (Shoss et al., 2013). Deviance towards organizations might consequence to
lower level of productivity, akin to equipment sabotage or compensation payments for
fake injuries (Mawritz, 2014). While interpersonal deviance is an outcome of the
relationship between two individuals dealing with one another. The study proposed that
abusive supervision is positively related to employee’s interpersonal and organizational
deviance (Hussain & Sia 2017).

It is a core element of abusive supervision due to triggering deviate behaviors towards co-
workers, for instance gossiping with co-workers and blaming them for it, verbally abused
them, harassed them and reflecting unhealthy behaviors to restore their autonomy and to
feel retaliation against abusive supervisor (Hamid et al., 2015).

Moreover, deviating behaviors developed typology that categorizes workplace deviance
into two foremost types (Wang et al., 2012). First, ‘non-supervisory-directed deviance’
which is directed towards an organization or co-workers and second, ‘supervisor-directed
deviance’ that is directed towards supervisor (for example delaying in work assignment
assign by supervisor) (Mitchell et al., 2015). Knowing differentiation between these two
types of workplace deviance is important for organizations to take constructive steps in
future. This study examined both types of deviate behaviors including supervisor and
non-supervisor. Asghar and Ahmad (2017) suggest that employees may respond directly
to supervisors or other employees to restore the feelings of mistreatment.

The association of abusive supervision with supervisor-directed deviance and co-worker
directed deviance at the workplace are discuss below.

2.2. Abusive Supervision and Non-Supervisory-Directed Deviance

Abusive supervision is a hostile condition that can be resulted as disbelief among
organizational members and negative attitudes towards organizations (Tepper et al.,
2007). Non-supervisory-directed deviance is focused an organization and other fellows
expect supervisor. Employees generally diverge towards firms when they go through
uncertain to deviate alongside supervisors or subordinates due to further abuse (Asghar &
Ahmad, 2017). Organizations might face human cost in respect of loss of employees’
productivity, performance, morale and well-being due to non-supervisory-directed
deviance (Hamid et al., 2015; Hussain & Sia 2017). Examples of deviance towards
organizations are possibly taking office things at home or talking bad about an
organization in front of others (Asghar & Ahmad, 2017), spoiling office furniture,
wasting organizational resource like electricity, printing papers, damaging machines or
working slowly (Tepper et al., 2009).
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Previous studies showed that abusive supervision negatively affect the employees’ efforts
to support colleagues in organizations (Xu et al., 2015). Individuals might show deviate
behaviors to colleagues due to difficulty to deviate against the abusive supervisor or
distress of further retribution from supervisors (Asghar & Ahmad, 2017). Coworker
directed deviance could be making fun of subordinates, spreading rumors, speaking lies
or taking credit of co-workers work. Employees usually evaluate the maximum benefit of
deviation and then deviate to a suitable target. For instance, when an individual cannot
bring benefits from targeting supervisors then returning deviate behaviors to other targets
is believe to be advantageous (Mitchell et al., 2015). Consequently, it might be accepted
that people subjected to abusive supervision may go amiss to organizations or colleagues
rather than the supervisor in the wake of assessing most benefits out of the circumstances.
Non-supervisory-directed deviance can be considered as incidental counterproductive
behavior that may keep going for a broad time without aware of it. In reality, abusive
supervision can damage future development of an organization and execution.

Thus on the basis of above literature, this study proposed the following hypothesis.

» Hi: Abusive supervision has positive association with non-supervisory-directed
deviance.

2.3. Abusive Supervision and Supervisor-Directed Deviance

Employees could follow the varieties of interpersonal deviance in organizations.
Supervisor directed deviance is one of the kind of deviation that observe to ‘make the
violator pay’ to get unacceptable action (Skarlicki & Folger, 2004). Unexpected
punishments could make an individual annoyed along with engage in diverge behaviors
at place of work. The higher a manager will oblige strength and misuse of assistant, the
higher will be possibilities of supervisor directed deviance (Lian et al., 2012).

Similarly, whenever a supervisor will perform interpersonal mistreatment to subordinate
by disrespecting, being rude or telling lies, subordinate will deviate to capture the losses
of mistreatment. When an employee chances to quit an organization will be high there
will be probability of deviating behaviors due to abusive supervision (Tepper et al.,
2009). Employee who perceive their supervisors to be abusive will feel urge to harm in
return as a social exchange (Tripp & Bies, 2010). As Social Exchange Theory and Social
Role Theory (Eagly, 1987) explains that why individuals response to experienced
frustration in against the abusive supervision behavior. It also explains that how
supervisor’s behavior affects the subordinate behavior, and managerial role and bahviour
affect the individual behavior (Collins et al., 2014). Abusive administration may
contribute the subordinate to understand being unjustifiably treated and manage to deal
with self-esteem including appropriate capacities (Choi et al., 2018). This show, abusive
supervision can influence an individual to reconsider through obsessed skills and
capabilities, which may lead to harmful ramification for subordinate’s attitude and well-
being about anticipated self-satisfaction and support the SET and Social role theory. Prior
research provides evidence that targeted subordinates will seek revenge by adopting
counterproductive work behaviors in reaction to abusive supervision (Kim et al., 2018).
Research upon how workers react to offensive manager suggests subordinates realizing
higher instead of less will continue extensive deviate together with avenge behaviors
(Choi et al., 2018). Perceptions and reactions of individuals to abusive supervision vary
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due to variation in their working environment (Lam et al., 2017). Thus on the basis of
above literature, this study proposed the following hypothesis.

» Hj: Abusive supervision has positive association with supervisor directed deviance.
2.4. Abusive Supervision and Psychological Distress

In an organization, employees may encounter threatening events; such events are known
as job stressors, which include role conflict, interpersonal conflict and perception of
injustice, role ambiguity and organizational constraints. For example, if an employee may
come across interpersonal mistreatment in the form of abusive supervision, then the event
will be considered as a job stressor (Lin et al., 2012). In addition, job stressor leads to
strains, which can be defined as the negative consequences resultant from stress (Chi &
Liang, 2013). Target of abusive supervision will end up in strains. Strains can be in any
form psychological, physical or behavioral. Consideration of the study is on
psychological strains that incorporate anger, frustration, depression, emotional
exhaustion, anxiety and burnout (Mawritz, 2014). Psychological strains can result into
psychological distress to an individual due to mistreatment in form of abusive
supervision. In the response to abusive supervision the individuals amplifies subordinates
is more engaged in deviant behavior, it shows that it created a negative effect such as
anger, frustration and emotional exhaustion (Garcia et al., 2015).

Moreover, looking from SET (Blau, 1964), interpersonal association has impact on
employees well-being. Interpersonal theories of psychological distress attribute
psychological difficulties of irregular patterns of interaction (Lin et al., 2012). Individual
might encounter emotional exhaustion whereas having difficulties in the variety of
interpersonal association. In other words, a person will feel emotional exhaustion while
encountering hurdles in social relationship with the opposite party (Li et al., 2016).
Furthermore, an offensive supervision has an adverse relationship among emotional
exhaustion, anxiety, depression and depersonalize (Michel et al., 2016) that can lead to
Social Role Theory, as it shows that. Depression, anxiety and emotional exhaustion are
the most commonly revealed consequences of subordinates who examine their manager
behaviors to be offensive (Lam et al., 2017). Victims of abusive supervision revel in
excessive levels of emotional distress inform of anxiety and depression (Choi et al.,
2018). Consequences of abusive supervision on employees’ health are costly and
unbearable for organizations.

Thus on the basis of above literature, the following hypothesis is proposed.
» Has: Abusive supervision has positive association with emotional exhaustion.

2.5. The Role of Power Distance

By considering existing literature on abusive supervision, one can assume that
consequences of abusive supervision can influence employee’s physical and
psychological health and work as a barrier in employees’ career development.
Researchers showed more concern for the variables that can play the role of moderators
to buffer the effect of abusive supervision with its consequences (Aryee et al., 2008). Few
researchers tested Power distance as a moderator in relationship of abusive supervision

339



Abusive Supervision and Workplace Deviance

(Lin et al., 2012; Wang et al., 2012), negative reciprocity beliefs (Mitchell & Ambrose,
2007), traditional values (Liu et al., 2010) and intension to quit (Tepper et al., 2009).

However, this paper has chosen power distance as a moderator from the framework
developed by Hofstede (2013) that linked national cultural values with organizational
behavior. According to SET (Blau, 1964), power distance may play the role of moderator
in the association among abusive supervision and workplace deviance (Wang et al.,
2012). Power distance refers to the measure in which a society accepts the fact that power
in institutions is distributed unfairly (Hofstede, 2013). If the national culture promotes
equality between individuals, then a person associated with such culture will also look the
world with the eye of equality and will not impose unfair powers on others. Individual
level power distance states that the degree which an individual admits unequal
distribution of power (Tepper et al., 2009).

There are some significant reasons to select power distance as a moderator from
Hofstede’s (2013) cultural values. Initially, power distance is one of the vital national
cultural values that could find in framework (Kirkman et al., 2009). Another, power
distance is essentially cultural value in the existing investigation because abusive
supervision express itself in a variety of misuse of power (such as mistreatment with
employees in an organization), and for employees are probably impact on their
understanding and reaction for supervisor offensive behavior (Lin et al., 2012).

Correspondingly, the notion of individual level power distance measures the
interpersonal power, influence between a supervisor, and subordinate (Wang et al., 2012).
Members with less power can perceive power distributed unequally among individuals
(Hofstede, 2013). This idea is associated with the values of more and less powerful
members of a society (Khan, 2014) that leads to Social Role Theory. Social Role Theory
indicates to identify and explains the role of supervisors where the expectation of
individuals were attached to an relevant position (Ouyang et al., 2015). In other words,
individual level power distance can be explained as the way one perceives power has
been unequally distributed in a society or organization. The greater will be the perceived
inequity the maximum chances of restoring of mistreatment through deviant behaviors.

Cultural contrasts may refers the ways of people behave and react; one can also believe
individual level power distance states the deviating behavior of employees in an
organization against exploitation (Lian et al., 2012). Employees who indicate high power
distance can easily bear the offensive behavior of supervisor by considering them as
respectful bodies that they should follow in all conditions (Kang & Jensen, 2009). In high
level of power distance societies, employees easily neglect the abusive behavior in any
circumstances as compare to low power distance cultures (Lin et al., 2012).

Likewise, in high power distances employees are more enthusiastic and allow higher
authorities to make decisions on their own. In addition, such employees do not attempt to
adopt influential behaviors against higher authorities in comparison of low power
distance employees (Wang et al., 2012). Coworkers with high power distance, respect
supervisors and does not engage in deviating behaviors while low power distance
subordinates implement deviate behaviors against abusive supervision as a reaction (Liu
et al., 2010). If a person will be from low power distance society, he/she will exhibit all
traits of equality and will behave by considering every person equal in terms of rights,
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power and position in society. Whereas people associated with high power distance
believe in inequality of rights, power and positions, they respect, obey and follow orders
of their elders without interruption in decisions (Wang et al., 2012).

Furthermore, individual level power distance may play a role of moderator in the
association among abusive supervision and psychological distress (Lin et al., 2012). As
noted before, employees will reciprocate exactly the same way one receives from the
opposite party in an interpersonal relationship (Tripp & Bies, 2010). Employees generally
evaluate encounter behaviors and then react in accordance to experienced situations. The
degree to which a person will experience strain happening from stressors be contingent
upon on how people interpret these stressors (Xu et al., 2015). Fundamentally, cultural
values influence extended range of behaviors that an individual may execute in an
organization (Li et al., 2016).

Therefore, employees react differently to abusive supervision behavior in different levels
of power distance culture. Individuals who belong to high-level power distance respect
people who achieved high positions in an organization, such as supervisors (Kernan et al.,
2011). Moreover, a study also hypothesized that this relationship of abusive supervision
with both interpersonal and organizational deviance will be moderated by power distance
(Hussain & Sia 2017). Such coworkers expect that they are under their supervisor in
status and accept the unequal behavior (Vogel et al., 2015). Due to this, they take abusive
behaviors normal and do not caution how supervisors treated them. Thus, it shows the
direct association of abusive supervision and psychological distress (Zhang & Bednall,
2016). All above arguments confirm individual-level power distance is an appealing
phenomenon while studying within an organizational context. According to Hofstede
(2013) survey, almost one half of the Pakistani respondents believe power distance is part
of our culture; consequently, abusive supervision is acceptable and ignorable. However,
nature of organization and type of work may influence the findings.

Thus on the basis of above literature, this study proposed the following hypotheses.

» Hja: Individual level power distance influences the association between abusive
supervision and non- supervisor-directed deviance.

» Hjb: Individual level power distance influences the association between abusive
supervision and supervisor-directed deviance.

» Hjc: Individual level power distance influences the association between abusive
supervision and psychological distress.

2.6. Conceptual Framework

As shown in figure 1, the conceptual framework of this study is illustrated. It has
designed by the review of the existing literature. The below figure show the relationship
between the constructs such as abusive supervision, individual power distance, non-
supervisory directed deviance, supervisory directed deviance and emotional exhumations.
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Individual-Level
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Directed Deviance

Abusive

Emotional

Figure 1: Conceptual Model

3. Methodology
3.1. Participants

315 questionnaires were distributed among employees. A total of 200 employees were
involved in this study representing 63.6% response rate. This response rate was
encouraging as Baruch (1999) recommended that 55.6% of response rate is acceptable in
academic studies for journal publications. The minimum sample size in SEM can be 200
(Kline, 2011), so the sample size of this study is justifiable for SEM. They were
composed of double as many male respondents than female respondents. Almost half of
the respondent’s rates were between the age of 18 and 30, and least of them were over the
age of 50. It shows that majority of respondent’s age were 18 to 30 years. In addition,
one-third respondent’s fall between the range of 20k-30k. Furthermore, more than half
respondents were married and less than half were single. More than half of the
respondent has highest qualification while one-third have bachelor’s degree. The highest
qualification indicates that the majority of the participants had been in tertiary education.
Master’s degree holders made up over half of the respondents, with one third having a
Bachelor’s degree.

3.2. Procedure

Self-administrated questionnaires were randomly distributed among employees through
convenient sampling. Convenience sampling is best technique because “it is affordable,
easy and the subjects are readily available. The main objective of convenience sampling
is to collect information from participants who are easily accessible to the researcher like
recruiting providers attending a staff meeting for study participation” (Etikan et al.,
2016).
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All the participants comprising males and females are working in private Banks situated
in Lahore, Pakistan. The reasons behind to select Banks are; the manager and assistant
associations are common in this sector (Hu, 2012). The other one is; banking sectors of
Pakistan is continually developing which is solely adverse to the declining economy of
Pakistan during the last 25 years (Faiz, 2015). These sectors are classified with
administrative culture, extortion, and inferiorly managed human resource discipline
(Obaid, 2013). The main reason is that the significant portion of intellectual in Pakistan is
working in banks. The reason to choose on city is that the Lahore is capital of Punjab
Province and second biggest metropolitan city of Pakistan (Karachi is first) with
population of more than 10 million. According to the study by Britannica (2014) Lahore
is highly cultural and religious city of Pakistan. The researcher’s intention was to obtain
samples from those who are working Pakistani banks as employees. This study focusing
on employees hence, data is collected from employees to get their perceptions. We
researchers cannot collect data from the whole population due to the time limitations and
access to the organizations. This respondent data has been used for further analysis. 5
point Likert scale has been used as a measurement scale (Likert, 1932). For data
analysis, this study used AMOS and SPSS statistical software to run analysis including
confirmatory factor analysis and hierarchal regression analysis.

Table 1 shows the measures of instrument.
Table 1: Measures

Cronbach’s
Concepts Source Items
Alpha
Abusive Supervision 0 =0.86 Tepper (2000) 8 items
. Bennett and Robinson (2000) 4 items
Non-supervisory
0 =0.89 . . '

directed deviance Aquino, Lewis, and Bradfield

2 items

(1999)

Supervisor-Directed .
0 =0.91 Dorfman and Howell (1994) | 4 items

Deviance

Emotional exhaustion | o= 0.77 Maslach and Jackson, (1986) | 6 items

Individual-level .
) o= 0.8 Dorfman and Howell (1994) | 6 items
Power Distance

4. Results

4.1. Measurement Model

To test the elements of constructs and their validity; this study perform Confirmatory
Factor Analysis on the data set through AMOS software, which showed the goodness of
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model fit (Hair et al., 1986). The goodness of the model accessed because of ten
measures from three perspectives. First, over all fit perspective (x?, df, x*/df, GFI, RMR,
RMSEA), comparative fit to a base model perspective (CFI, NFI) and model
parsimonious perspective (PGFI and PNFI). Table 2 shows that the computed values of
the ten measures, in addition to their thresholds. In summary the value of x/df is less
than 2, meanwhile values of GFI CFI, NFI are equal to 0.8 (Browne & Cudeck, 1992; Hu
& Bentler, 1999; Ryu, et al., 2003). Hence, it indicated a good fit to the data.

The face validity of each question items of the instrument show that the questions reflect
exactly what a construct is intended to measure (Saunders, 2011)? Hence, the question
items used on our instrument is checked based on Saunders’ suggestions and our items,
measure the same, as the construct is defined. In a research, the content validity shows
the extent of questions of questionnaire, cover different dimensions of the construct. As
suggested by Cooper and Schindler (2008), we used existing literature, discussion with
subject experts to finalize useful question items for better content validity.

Convergent and discriminant validity as suggested by various researchers are subgroup of
construct validity. Cooper and Schindler (2008), suggests that it is not possible to treat a
construct independently, because, researcher and respondent as human beings are
interlinked with a complex network of emotions. However, in this research, our focus is
to study particular aspect of the construct, and avoid to study irrelevant dimensions of the
construct. In this paper using CFA with strong fit indices provide evidences of the
construct validity. As suggested Arifin, and Yusoff, (2016), the items and construct
relationships are evident through recommended fit indices. Hence, this study paper has no
issue in construct validity. The robustness analysis shows the following

» The conceptual model robustness is confirmed using confirmatory factor analysis
CFA, where fit indices are in acceptable range. This tests shows that the model used
in this study is valid and has no issue in reliability and validity.

» Technigue, CFA using maximum likelihood shows robustness of the model (Li,
2016).
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Table 2: Fit Indices (CFA)

GOOdIneSS of Fit Scores Recommended Value
ndex
Measures of Absolute Fit
X2 1301.351** Near to degree of freedom
d.f. 713** The greater the better
X’/ d.f. 1.825** <2,30r5*
GFI .84** >0.90 or 0.8*
RMR .069** <0.05 or 0.08
RMSEA .064* <0.08**
Incremental Fit Measures
CFlI .86** > 0.90*
NFI 4% >0.08**
Parsimonious Fit Measures
PGFI 67* The higher the better**
PNFI .68** 0.06-0.09**
Acceptability: ** (acceptable),) (Browne & Cudeck, 1992;
Hu & Bentler, 1999) and (Ryu, et al., 2003) **,

4.2. Test of Hypotheses (SEM)

To test the hypotheses, this paper performed the hierarchical regression analysis. Two
separate hierarchical regression analysis (Gelman & Hill, 2006) was applied on data for
testing the hypotheses. The analysis was based on three steps. Table 3, demonstrates
direct and moderating influence of individual level power distance on the association
among abusive supervision and non-supervisory directed deviance, supervisor-directed
deviance and emotional exhaustion.

The first step shows the effect of control variables. In the next step, “main effects”
indicate the association between abusive supervision with three dependent variables such
as non-supervisory directed deviance, supervisor-directed deviance and emotional
exhaustion. Hypothesis 1 proposed that abusive supervision has positive association with
non-supervisory-directed deviance. As shown in Table 3 (Model 2, step 2), abusive
supervision had significant and positive relation to non-supervisory-directed deviance (B
= 0.443, p < 0.01), so H; was supported. H, stated that abusive supervision has positive
association with supervisory-directed deviance. As Abusive supervision was significant
and positive related to supervisory-directed deviance (B = 0.410, p < 0.01) as shown in
Model 5, thus H, is supported. Hs indicated that abusive supervision has positive
association with emotional exhaustion. As Abusive supervision is significant and
positively associated to emotional exhaustion (f = 0.389, p < 0.01) as indicate in Model
8, so Hs was accepted.

Finally, in step 3, the abusive supervision x individual-level power distance. Table 3
(Step 3), indicate the result of moderation test. It illustrates that individual level power
distance does not moderates the association among abusive supervision and non-
supervisory directed deviance (Model 3 shows, p=-.071, p>0.05) which means H,a is not
supported. However, individual level power distance moderates the association among
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abusive supervision and supervisor-directed deviance at (f=-.180, p<0.05) as shown in
Model 6 which means H;b was supported. Similarly, individual level power distance
moderates the association between abusive supervision and emotional exhaustion at (B=-
.201, p<0.05, Model 9) which means H,. was supported. Moreover, we used online
calculator developed by Preacher, Curran and Bauer (2006) for plotted the interaction to
estimate the simple slopes relating the effects of moderator (individual level power
distance) in the association among non-supervisor directed deviance (Figure 2),
supervisor-directed deviance (Figure 3) and emotional exhaustion (Figure 4).
Specifically, the average power distance was the mean that is indicated by dotted lines,
the high power distance was designated by 1 SD above the mean specified by straight
line, the low power distance was titled by 1 SD blow the mean that is shown by line (- -)
(Lin et al., 2012).

Figure 2 indicates no effects because the result shows that individual-level power
distance has no effects on the association amongst abusive supervision and non-
supervisory directed deviance and Hj, is rejected and slope was non- significantly
negative for power distance (simple slope =-1.77 (low), -2.02 (average), -2.4 (high),
p>0.05). When power distance is low then the relationship is declined from high to low
and it is higher with the high power distance, Figure 3 shows that the slope was the
significantly negative for the low power distance (simple slope=-1.78, p<0.05), for
average power distance (simple slope = -2.38, p>0.05) and also significant for high
power distance (simple slope = -2.79, p>0.05). Figure 4 indicates that the slope was
significantly negative for power distance (simple slope = -1.8 (for low power distance), -
2.41 (for average power distance), -2.85 (for high power distance), p<0.05). It shows that
the Hyb and H,c have accepted.
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Table 3: Hierarchal Regression Analysis

Dependent Variables

Non-Supervisory Supervisor- ] )

Directed Deviance | Directed Deviance | Emotional Exhaustion

. Mod | Model | Model | Model | Model | Model | Model Model Model

Predictors oll 2 3 4 5 6 7 3 9

Step 1: Control Variable

Age -013 | -028 | -026 | -111 | -123 | -117 | .017 .005 012

Gender 117 051 052 .005 -.056 -054 | .024 -034 -032

Income -257 | -194 | -205 | 075 137 110 | -135 -077 -108

Marital 147 128 137 | -040 | -068 | -044 | 125 102 129
Status

Qua":cat'o 125 103 106 | -008 | -030 | -023 | .000 -020 -011

Step 2: Independent Variable

Abusive

Supervisio A43%% | 446% A10%* | 418** 389%* | 398+
n (AB)
Individual
-Level

Power .078 | .086 175 | .194%* 134 .155*
Distance
(IPD)

Step 3

AB x IPD -.071 -.180%* - 201%*

R? 0.71 | .294 | .299 | 0.11 | .261 | .292 | .018 .223 .262

AR2 0.71 | .223 | .005 | 0.11 | .250 | .031 | .018 .205 .039

Note: Significance *p, 0.05and * *p, 0.01
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Note: The straight lines shows the hypotheses are accepted and dotted line shows that the
hypothesis is rejected.
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5. Discussion

The aim of this study is to investigate the role of abusive supervision towards non-
supervisory directed deviance, supervisory directed deviance and psychological distress
based on SET (Blau, 1964). The findings suggest that abusive supervision have a positive
association with non-supervisory directed deviance (=0.443, p < 0.01). It shows that H;
is accepted. Result of hypothesis one is reliable with previous research results (Lian et al.,
2012; Wang et al., 2012; Tepper et al., 2008). This means, when the supervisor display
abusive behaviors then as a reaction to restore the feeling of loss self-respect and self-
worth an employee will involve in non-supervisory directed deviance. Such deviance will
be directed towards organization or co-workers. Employees generally adopt non-
supervisory directed deviance when deviation direct towards supervisor can result into
further retaliation.

Moreover, results suggested abusive supervision has positive association with supervisor-
directed deviance (f=0.410, p < 0.01) in Pakistani organizations. It shows that H, is
accepted. This finding is consistent with the study of Wang et al. (2012) who stated that
workplace deviant behaviors have negative and significant relationship with employee
performance. When a person in an organization perceives his supervisor to be abusive
with him/her only, then targeted employee might feel interpersonal mistreatment and
deviate to overcome the situation. Additionally, Mitchell and Ambrose (2007) and Liu et
al. (2010) findings also suggests that subordinates who perceive their supervisors to be
more abusive then they adopt more counterproductive work behaviors directed towards
supervisors with delayed work, inconsistent behaviors, intentionally avoiding the
supervisory directions. Results suggested that targets of abusive supervision generally
feel less or no control over the situation due to lack of power. Individuals at a lower level
of organizational hierarchy are more likely to engage in deviate behaviors as compare
high level in organizations.

Further, the results suggested abusive supervision has a positive and strong association
with emotional exhaustion ($=0.389, p < 0.01) and Hs is accepted. It is the psychology of
employees that they reciprocate the leadership behaviors when the supervisor is
supportive they perform with the organizational citizenship behavior while they show
deviant behaviors towards less supportive supervisors. Previous research (Hu, 2012; Chi
& Liang, 2013) is also consistent with the findings of study, which demonstrate that
abused employees mostly practiced frustration, agitation and emotional shattering with
the decreasing perception of personal control. They engaged in the behaviors, which
helps them to restore their feelings of personal control through autonomy and discretion.
It is stated the employees facing abusive supervision involve in anxiety, depression and
emotional exhaustion.

This paper examined individual-level power distance as a moderator in the association
among abusive supervision and non-supervisory directed deviance. However, the result
show individual level power distance does not moderators the association among abusive
supervision and non-supervisory directed deviance significant, such as (f=-.071, p >
0.05). The result shows that Hg, is rejected. This means, in Pakistan individual-level
power distance does not moderator the effect of abusive supervision, thus individuals’
target of abusive supervision implicate on deviating behaviors towards non-supervisory
entities. This result does not converge with the previous studies (Kirkman & Shapiro,
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2001; Hofstede, 2013) because previous studies identify that individual level power
distance moderates the association among abusive supervision and non-supervisory
directed deviance. In addition, previous studies suggested countries where power distance
is high individuals does not involve in deviating behaviors , but in existing study these
arguments has been rejected.

Whereas, result shows individual level power distance moderator the association between
abusive supervision and supervisor-directed deviance at (f=-.180, p<0.01). Hence, Hyy, is
accepted. The result converges with recent studies (Liu et al., 2010; Wang et al., 2012).
In high power distance societies, employees accept abusive supervision without any
reaction. Findings suggested as Pakistan is high power distance country (Hofstede, 2013),
here employees believe their supervisors as an authoritative and respectable entity to
whom they are liable to respect even after being abused. Result provided evidence that a
country where power distance is high does not involve in abusive behaviors as it
happened in this study.

The findings indicate that individual level power distance moderator the association
among abusive supervision and emotional exhaustion (f=-.201, p<0.01). Thus, Hy is
accepted. The findings suggest individuals associated with high power distance involve
less in emotional exhaustion by considering supervisors abusive behaviors as normal
without involving in any negative outcomes. As mentioned before, emotional exhaustion
were treated as indicators of psychological distress (Tepper, 2000) none of the previous
studies considered it as two different independent variables (Lin et al., 2012). Hence, the
existing study treated emotional exhaustion as two different variables and suggest
studying these two variables separately with the relationship of abusive supervision.

5.1. Contribution

In theoretical terms this research benefit in several manners. The present study signifies
some extension in abusive supervision field as studying in Pakistani society. Mostly
researches on this topic have conducted in low power distance countries (western). This
study will be helpful for the ‘scholars’ in the field of abusive supervision to extend
research by relating different concepts to abusive supervision. Although the moderating
effect of power distance had confirmed from previous studies (Liu et al., 2010; Wang et
al., 2012; Lin et al., 2012), these results had also supported by SET and Social Role
Theory. It also expanded the content domain of abusive supervision research in high
power distance country like Pakistan by indicating the moderating effect of individual
power distance. In practical terms, ‘Policy makers’ can also take benefit from this
research by considering how abusive supervision can influence the employees’ well-
being in organizations while making organizational polices. In addition, with the help of
this research ‘employees’ will be better able to understand and recognize that abusive
supervision is not part of their jobs and they have right to stand against it. Lastly,
‘managers/supervisors’ will be aware that their abusive actions can cause harsh reactions
of employees in organizations that are not hidden and can cause financial costs.

Lastly, ‘managers/supervisors’ will be aware that their abusive actions can cause harsh
reactions of employees in organizations that are not hidden and can cause financial and
social consequences. Employees may continue work in such environment, however, they
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will not appreciate such behaviors and policies. According to institution theory,
organisation legitimacy is recognized by its stakeholders, like employees. “A school
succeeds if everyone agrees it is a school; it fails if no one believes that it is a school
regardless of its success in instruction or socialization” (Meyer, Scott, & Deal, 1981).
Hence, firm’s lawfulness explicates its existence, according to this theory firm show
similarity and comprises the diversity. A non-abusive policy across the organisation can
help it to grow faster.

5.2. Limitation and Future Research

Apart from various significances, this study has few limitations. First, the data collection
has collected from only one city Lahore, Pakistan due to limited access of organizations
in short time. Another limitation may be that it merely focuses on consequences that can
result because of abusive supervision but does not focus on the antecedents that can
trigger abusive supervision at workplace. Lastly, the data is collected from employees
only.

The future research ought to focus on longitudinal research for the reason that behavior of
employees and supervisors are wavering with the passage of time. Future researcher may
consider comparative study out of various sectors and relate the differentiation in the
levels of abusive supervision in the sectors such as industrial. It is recommended to study
the antecedents of abusive supervision in future (reasons or factors that can force
supervisors to adopt abusive behaviors). This can help organizations to control over such
antecedents before it converts in abusive behaviors.

6. Conclusion

To conclude, the outcomes of this paper suggest that abusive supervision is positively
related to all types of workplace deviant behaviors and emotional exhaustion. The
findings reveal that abused employees involve in negative reactions when they are not
treated fairly and such reactions not only involve in deviating behaviors but also
influence employee’s mental health. Employees take revenge of their mistreatment from
organizations, supervisors and other co-workers. In addition, because of questioned self-
worth they feel anxiety and emotional exhaustion. This represents that the finding of this
study is supported by social exchange theory that emphasize the concept of reciprocity
(Cropanzano & Mitchell, 2005; Hussain & Sia 2017). The perspective of reciprocity
sights that the abused employees may repay the same towards organization and
supervisor by engaging themselves in deviant behavior. These findings further legitimize
the argument that to enhance the stream of research, organizations and researchers may
study abusive supervision with various consequences that are hidden and need to be
identified for better insights and understanding the phenomenon of abusive supervision. It
could be argued that abusive supervisors and its consequences in the current knowledge
economy are obvious, and we metaphysically can say it an elephant in the room.

352



Laila et al.

REFERENCES

Alexander, K. (2011). Abusive supervision as a predictor of deviance and health
outcomes: The exacerbating role of narcissism and social support, (Doctoral dissertation,
Bowling Green State University).

Aquino, K., Lewis, M., & Bradfield, M. (1999). Justice constructs, negative affectivity,
and employee deviance: a proposed model and empirical test. Journal of Organizational
Behavior, 20(7), 1073-1091.

Arifin, W. N., & Yusoff, M. S. B. (2016). Confirmatory factor analysis of the Universiti
Sains Malaysia Emotional Quotient Inventory among medical students in
Malaysia. SAGE Open, 6(2), 1-9.

Aryee, S., Sun, L. Y., Chen, Z. X. G., & Debrah, Y. A. (2008). Abusive Supervision and
Contextual Performance: The Mediating Role of Emotional Exhaustion and the
Moderating Role of Work Unit Structure. Management and Organization Review, 4(3),
393-411.

Asghar, M., & Ahmad, Z. (2017). Impact of Abusive supervision on workplace deviance
behavior; Role of international justice. Current Economics and Management Research,
3(1), 1-11.

Baruch, Y. (1999). Response rate in academic studies-A Comparative Analysis. Journal
of Human Relations, 52 (4), 420-438.

Bennett, R. J., & Robinson, S. L. (2000). Development of a Measure of Workplace
Deviance. Journal of Applied Psychology, 85(3), 349-360.

Blau, P. (1964). Exchanges and power in social life. New York: Wiley.

Browne, M. W., & Cudeck, R. (1992). Alternative ways of assessing model fit.
Sociological Methods & Research, 21(2), 230-258.

Britannica, E. (2014). Punjab Province, Pakistan. [Online] Awvailable:
http://www.britannica.com/place/Punjab-province-Pakistan (August 5", 2015).

Choi, W., Kim, S. L., & Yun, S. (2018). A Social Exchange Perspective of Abusive
Supervision and Knowledge Sharing: Investigating the Moderating Effects of
Psychological Contract Fulfillment and Self-Enhancement Motive. Journal of Business
and Psychology, 34(3), 305-309.

Chi, S. C. S., & Liang, S. G. (2013). When do subordinates' emotion-regulation strategies
matter? Abusive supervision, subordinates’ emotional exhaustion, and work
withdrawal. The Leadership Quarterly, 24(1), 125-137.

Collins, B. J., Burrus, C. J., & Meyer, R. D. (2014). Gender differences in the impact of
leadership styles on subordinate embeddedness and job satisfaction. The Leadership
Quarterly, 25(4), 660-671.

Cooper, D.R. and Schindler, P.S. (2008) Business Research Methods, (10th edn). Boston,
MA and Burr Ridge, IL: McGraw-Hill.

353



Abusive Supervision and Workplace Deviance

Cropanzano, R., & Mitchell, M. S. (2005). Social Exchange Theory: An Interdisciplinary
Review. Journal of Management, 31(6), 874-900.

Dorfman, P. W., & Howell, J. P. (1994). Dimensions of National Culture & Effective
Leadership Patterns: Hofstede revisited. In S. Prasad, R. Farmer, & R. Peterson (Ed.),
Advances in International Comparative Management (pp. 127-149). United Kingdom:
Emerald Group Publishing Limited.

Eagly, A. H. (1987). Sex differences in social behavior: A social-role interpretation.
Hillsdale, New Jersey: Lawrence Erlbaum.

Etikan, I., Musa, S. A., & Alkassim, R. S. (2016). Comparison of convenience sampling
and purposive sampling. American Journal of Theoretical and Applied Statistics, 5(1), 1-4.

Faiz, R. (2015). Work-Family Conflict: A Case Study of Women in Pakistani Banks.
(Doctor of Philosophy), University of Hertfordshire.

Garcia, P. R. J. M., Wang, L., Lu, V., Kiazad, K., & Restubog, S. L. D. (2015). When
victims become culprits: The role of subordinates’ neuroticism in the relationship
between abusive supervision and workplace deviance. Personality and Individual
Differences, 72, 225-229.

Gelman, A., & Hill, J. (2006). Data analysis using regression and multilevel/hierarchical
models. Cambridge University Press.

Greenhaus, J. H., & Beutell, N. (1985). Source of conflict between work and family roles.
Academy of Management Review, 10(1), 76-88.

Hamid, A. R., Juhdi, H. N., Ismail, A. N., & Abdullah, A. N. (2015). Abusive supervision
and workplace deviance as moderated by spiritual intelligence: An empirical study of
Selangor employees. Malaysian Journal of Society and Space, 12(2), 191-202.

Hair Jr, J. F., Anderson, R. E., and Tatham, R. L. (1986). Multivariate data analysis with
readings. United States: Macmillan Publishing Co., Inc.

Hofstede, G. (2013). The Hofstede Center. [Online] Available: http://geert-hofstede.com/
(May 15", 2018).

Hu, H. H. (2012). The Influence of Employee Emotional Intelligence on Coping with
Supervisor Abuse in a Banking Context. Social Behavior and Personality: An
International Journal, 40(5), 863-874.

Hu, L., & Bentler, P. M. (1999). Cutoff criteria for fit indexes in covariance structure
analysis: Conventional criteria versus new alternatives. Structural Equation Modeling,
6(1), 1-55.

Hussain, I, & Sia, S. K. (2017). Power Distance Orientation Dilutes the Effect of
Abusive Supervision on Workplace Deviance. Management and Labour Studies, 42(4),
293-305.

Kang, J. H., & Jensen, J. M. (2009). Cultural matters in entrepreneurial firms: Abusive
supervision and its consequences. In ICSB World Conference Proceedings. International
Council for Small Business (ICSB).

354



Laila et al.

Kernan, M. C., Watson, S., Chen, F., & Kim, T. (2011). How cultural values affect the
impact of abusive supervision on worker attitudes. Cross Cultural Management: An
International Journal, 18(4), 464-484.

Kline, R. B. (2011). Principles and practice of structural equation modeling. New York,
NY: Guilford.

Lam, C. K., Walter, F., & Huang, X. (2017). Supervisors' emotional exhaustion and
abusive supervision: The moderating roles of perceived subordinate performance and
supervisor self-monitoring. Journal of Organizational Behavior, 38(8), 1151-1166.

Li, Y., Wang, Z., Yang, L. Q., & Liu, S. (2016). The crossover of psychological distress
from leaders to subordinates in teams: The role of abusive supervision, psychological
capital, and team performance. Journal of Occupational Health Psychology, 21(2), 142-
153.

Li, C. H. (2016). Confirmatory factor analysis with ordinal data: Comparing robust
maximum Likelihood and diagonally weighted least squares. Behavior Research
Methods, 48(3), 936-949.

Lian, H., Ferris, D. L., & Brown, D. J. (2012). Does taking the good with the bad make
things worse? How abusive supervision and leader—member exchange interact to impact
need satisfaction and organizational deviance. Organizational Behavior and Human
Decision Processes, 117(1), 41-52.

Lin, W., Wang, L., & Chen, S. (2012). Abusive Supervision and Employee Well-Being:
The Moderating Effect of Power Distance Orientation. Applied Psychology, 62(2), 308-
329.

Liu, J., Kwan, H. K., Wu, L., & Weiku, W. (2010). Abusive supervision and subordinate
supervisor directed deviance: The moderating role of traditional values and the mediating
role of revenge cognitions. Journal of Occupational and Organizational Psychology,
83(4), 835-856.

Khan, S. N. (2014). Impact of Hofstede’s Cultural Dimensions on Subordinate’s
Perception of Abusive Supervision. International Journal of Business and
Management, 9(12), 239-251.

Kim, K. Y., Atwater, L., Latheef, Z., & Zheng, D. (2018). Three Motives for Abusive
Supervision: The Mitigating Effect of Subordinates Attributed Motives on Abusive
Supervision’s Negative Outcomes. Journal of Leadership & Organizational Studies [First
Published June 25, 2018].

Kirkman, B. L., & Shapiro, D. L. (2001). The Impact of Cultural Values on Job
Satisfaction and Organizational Commitment in Self-Managing Work Teams: The
Mediating Role of Employee Resistance. Academy of Management Journal, 44(3), 557-
569.

Kirkman, B. L., Chen, G,, Farh, J., Chen, C. Z., & Lowe, K. B. (2009). Individual Power
Distance Orientation and Follower Reactions to Transformational Leaders: A Cross-
Level, Cross-Cultural Examination. Academy of Management Journal, 52(4), 744-764.

355



Abusive Supervision and Workplace Deviance

Likert, R. (1932). A technique for the measurement of attitudes. Archives of Psychology,
22, 140-155.

Maslach, C., Jackson, S. E., Leiter, M. P., Schaufeli, W. B., & Schwab, R. L. (1986).
Maslach burnout inventory (Vol. 21, pp. 3463-3464). Palo Alto, CA: Consulting
Psychologists Press.

Martinko, M. J., Harvey, P., Brees, J. R., & Mackey, J. (2013). A review of abusive
supervision research. Journal of Organizational Behavior, 34(S1), S120-S137.

Mawritz, M. B., Folger, R., & Latham, G. P. (2014). Supervisors' exceedingly difficult
goals and abusive supervision: The mediating effects of hindrance stress, anger, and
anxiety. Journal of Organizational Behavior, 35(3), 358-372.

Meyer, J. W., Scott R, &. Deal T.E (1981). Institutional and technical sources of
organizational structure: Explaining the structure of educational organizations.” In
Organization and the Human Services (151-78), ed. Herman D. Stein. Philadelphia:
Temple University Press.

Michel, J. S., Newness, K., & Duniewicz, K. (2016). How abusive supervision affects
workplace deviance: A moderated-mediation examination of aggressiveness and work-
related negative affect. Journal of Business and Psychology, 31(1), 1-22.

Mitchell, M. S., Vogel, R. M., & Folger, R. (2015). Third parties’ reactions to the abusive
supervision of coworkers. Journal of Applied Psychology, 100(4), 1-16.

Mitchell, M., & Ambrose, M. (2007). Abusive Supervision and Workplace Deviance and
the Moderating Effects of Negative Reciprocity Beliefs. Journal of Applied Psychology,
92(4), 1159-1168.

Obaid, A. (2013). Changes in the pay structures and systems in the banking sector of
Pakistan: Implications for a differentiated workforce and the employee psychological
contract. Ph.D. Dissertation Manchester Business School, University of Manchester.

Ouyang, K., Lam, W., & Wang, W. (2015). Roles of gender and identification on abusive
supervision and proactive behavior. Asia Pacific Journal of Management, 32(3), 671-691.

Preacher, K. J., Curran, P. J., & Bauer, D. J. (2006). Computational tools for probing
interactions in multiple linear regression, multilevel modeling, and latent curve analysis.
Journal of Educational and Behavioral Statistics, 31(4), 437-448.

Ryu, S., Ho, S. H., & Han, I. (2003). Knowledge sharing behavior of physicians in
hospitals. Expert Systems with Applications, 25(1), 113-122.

Saunders, M. N. (2011). Research methods for business students, 5/e. Pearson Education
India.

Shoss, M. K., Eisenberger, R., Restubog, S. L. D., & Zagenczyk, T. J. (2013). Blaming
the organization for abusive supervision: The roles of perceived organizational support
and supervisor's organizational embodiment. Journal of Applied Psychology, 98(1), 158-
168.

Skarlicki, D. P., & Folger, R. (2004). Broadening our understanding of organizational
retaliatory behavior. In R. Griffin & A. M. O’Leary-Kelly (Eds.), The dark side of
organizational behavior (pp. 373-402). San Francisco: Jossey—Bass.

356



Laila et al.

Tepper, B. J. (2000). Consequences of Abusive Supervision. Academy of Management
Journal, 43(2), 178-190.

Tepper, B. J., Moss, S., Lockhart, D. E., & Carr, J. C. (2007). Abusive Supervision,
Upward Maintenance Communication, and Subordinates’ Psychological Distress.
Academy of Management Journal, 50(5), 1169-1180.

Tepper, B. J., Henle, C. A., Lambert, L. S., Giacalone, R. A., & Duffy, M. K. (2008).

Abusive Supervision and Subordinates' Organization Deviance. Journal of Applied
Psychology, 93(4), 721-732.

Tepper, B. J., Carr, J. C., Breaux, D. M., Geider, S., Hu, C., & Hua, W. (2009). Abusive
supervision, intentions to quit, and employees’ workplace deviance: A power/dependence
analysis. Organizational Behavior and Human Decision Processes, 109(2), 156-167.

Tepper, B., Moss, S., & Duffy, M. (2011). Predictors of Abusive Supervision:
Supervisor, Perceptions of Deep-Level Dissimilarity, Relationship Conflict, and
Subordinate Performance. Academy of Management Journal, 54(2), 279-294.

Tripp, T. M., & Bies, R. J. (2010). Righteous” Anger and Revenge in the Workplace: The
Fantasies, the Feuds, the Forgiveness. In M. Potegal, G. Stemmler, & C. Spielberger

(Ed.), International Handbook of Anger (413-431). New York, USA: Springer
Science+Business Media.

Vogel, R. M., Mitchell, M. S., Tepper, B. J., Restubog, S. L., Hu, C., Hua, W., & Huang,
J. C. (2015). A cross-cultural examination of subordinates' perceptions of and reactions to
abusive supervision. Journal of Organizational Behavior, 36(5), 720-745.

Wang, W., Mao, J., Wu, W.,, & Liu, J. (2012). Abusive supervision and workplace
deviance: The mediating role of interactional justice and the moderating role of power
distance. Asia Pacific Journal of Human Resources, 50(1), 43-60.

Wu, T. Y. (2008). Abusive supervision and emotional exhaustion: The mediating effects
of subordinate justice perception and emotional labor. Chinese Journal of
Psychology, 50(2), 201-221.

Xu, A. J.,, Loi, R, & Lam, L. W. (2015). The bad boss takes it all: How abusive
supervision and leader—-member exchange interact to influence employee silence. The
Leadership Quarterly, 26(5), 763-774.

Zhang, Y., & Bednall, T. C. (2016). Antecedents of abusive supervision: A meta-analytic
review. Journal of Business Ethics, 139(3), 455-471.

357



