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Abstract

This study specifically aims at determining the association between abusive super-

vision and employee wellbeing by investigating the intervening role of perceived

job insecurity and moderating role of resilience. The survey was completed by self-

administered questionnaires and data were collected from 253 employees working

in various banks in Pakistan. Preacher and Hayes (2013) process method was used

for mediation and moderation analysis. Results show that abusive supervision is

negatively related to employee wellbeing. While mediating role of perceived job

insecurity is also established. Whereas, resilience was tested as moderator and this

hypothesis rejected. The study has its limitations as it was conducted with a small

sample size. Future researchers should use a larger sample size within longitudinal

time frame of data collection for the research. Future research Implications and

directions are also discussed. The study is useful for the practitioners especially

in the banking sector.

Abusive Supervision, Employee Wellbeing, Perceived Job Insecurity,

Resilience
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Chapter 1

Introduction

1.1 Background of the Study

Leadership perform a very important role in any workplace. Leadership includes a

form of many obligations which aimed to achieve specific set goals by using avail-

able resources and guaranteeing an organized and strong organization (Ololube,

2013). According to (Northouse & Rowe, 2007) leadership is a procedure whereby

a supervisor inspires a gathering of people to accomplish a shared objective. Lead-

ership is perhaps a most common area in research but yet not fully explored and

considered as least one of the most observed, yet least comprehended concept on

earth (Burns & Abbasialiya, 2010). As there is no specific form of leadership that

can be viewed as universal, With the passage of time, scholars have proposed a

wide range of styles of leadership. Best supervision is created through a ceaseless

procedure of awareness, self-study, trainings, and accumulation of significant expe-

rience (Bass & Bass, 2008). The foundation of best supervision is good character

and sacrificial commitment to organization (Jenkins, 2013). From the point of

view of workers, leadership involved everything a supervisor does that influence

the accomplishment of goals and the prosperity of organization and their subordi-

nates (Abbasialiya, 2010).

From a long period of time the main focus of research has on “good” leadership but

yet the “bad” or “dark side” of leadership is ignored (Higgs, 2009). Supervisors

1
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show a fundamental part in administrations and leader attitudes has important

effect on job related behavior, job performance, also wellbeing of subordinates

(Avolio, Walumbwa, & Weber, 2009). Main emphasis of this current research is

towards destructive side of leadership, abusive style of leadership that is elabo-

rated 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).

Abusive supervision is considered such as constant ill-treatment of subordinates

including attitudes, like, dismissive language, warnings, deliberately suppression

of desirable material, and quiet actions. Long lasting hindrance stress is a cause

of abusive supervision (i.e. the type of stress which create unnecessary and objec-

tionable outcomes), lead the way to several harmful consequences for employees

(Mackey, Frieder, Brees, & Martinko, 2017).

Abusive supervision is studied as silent workplace stressor that produces damag-

ing mental effects on harmed subordinates (Chi & Liang, 2013) such as hostile

organization related consequences and monetary damage for organization in form

of employee absence from work organization associated consequences and finan-

cial loss for the organization in terms of worker absenteeism, less efficiency, and

health related expenses (Tepper, Duffy, Henle & Lambert, 2006). Several studies

have empirically verified about how abusive leaders influence structural and peo-

ple’s individual consequences (Martinko, et al., 2013). According to these research

results, employees’ insight of abusive leaders is positively linked to emotional ex-

haustion, workers struggle, immorality on work floor, intent to resign (Duffy et

al., 2002).

Previous studies demonstrate that abusive supervision produces extremely hostile

effects usually at structural level and mainly employee-leader level. It produces

expenses for institutions. Abusive supervision effects subordinates through harm

to institutional environment. Abusive supervision damages subordinates and also

consequently produce failure in organization’s efficiency and because of abusive

leader domestic life of sufferers might be adversely damaged (Hoobler et al., 2006).
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HRM researchers have gradually documented that be careful about the subordi-

nate wellbeing that is significant from a moral view (Guest, 2017) and also there

is an observed indication which signify that subordinate wellbeing might be have

encouraging consequences for firm performance (Daniels & Harris, 2000).

Employee well-being is a flexible thought, Grant et al. (2007), describe wellbe-

ing such as “the overall quality of an employee’s experience and functioning at

work”, that could be theoretically evaluated through form of these magnitudes:

pleasure, healthiness, and societal links (Van De Voorde et al., 2012). Pleasure

states towards a subordinate practice and happenings at workplace (Grant et al.,

2007). According to organization science, healthiness is considered as form of body

related well-being, such as body damages, viruses, also psychological well-being

is considered nervousness, tension, fatigue, and overtiredness linked to work. As

stressors and strains link with psychological well-being (Van De Voorde et al, 2012)

made a difference among strains and stressors. “Stressors (e.g., workload and work

intensification) refer to events or situations that give rise to stress, whereas strain

(e.g., stress and burnout) refers to responses to stressors”.

Measures of wellbeing related to psychological health are tense situations at work-

place and nervousness because these are “among the most common indicators of

employee health and wellbeing” among human resource management studies (Og-

bonnaya, Daniels, Connolly, & van Veldhoven, 2017). Lastly, social relationships

considered as the value of affairs at workplace among subordinates (for example,

collaboration) or among subordinates and supervisors of subordinates or corpora-

tions (Guest, 2017). In conceptual models’ social relationships are progressively

merged and have great influence on wellbeing (Van De Voorde et al., 2012). With

the World Health Organization’s (WHO) definition of wellbeing as “a state of

complete physical, mental, and social well-being” (Larson, 1996), Classification

of wellbeing in form of happiness, health, and social relationships is theoretically

reliable.

In a wide manner, employee wellbeing “refers to people’s evaluations of their lives”

(Diener, Suh, Lucas, & Smith, 1999) or “all the things that are important to how

we think about and experience our lives” (Rath & Harter, 2010). In a thin manner,
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subordinate wellbeing is limited single extant, for example, job satisfaction. Dif-

ferences in conceptualization of subordinate wellbeing are obvious at functioning

level. Prior conceptuality of subordinates’ wellbeing, mainly inside the emotional

practice (Andrews & Withey, 2012), attentive entirely on enjoyable psycholog-

ical practices as an essential measurement of workers wellbeing, frequently de-

fined in academic studies as “subjective well-being” (Diener, 1994) or “emotional

well-being”. According to this opinion, people experience emotional well-being

if “experiences frequent positive emotions such as joy and happiness and infre-

quent negative emotions such as sadness and anger” (Bakker & Oerlemans, 2011).

Therefore, worker wellbeing is described such as the absence of a dispositional

negative effect and the occurrence of a dispositional positive effect (Diener et al.,

2010). With passage of time, social relations, health, and self-validation have been

added as further extents of psychological wellbeing (Warr, 2011).

Hostility from leaders is highly linked with employee well-being and behavior

rather than violence from some other foundations at work (Hershcovis and Barling,

2010). There are some supervisory behaviors which causes employee health related

problems. Abusive supervisors are supposed to be aggressive and involve in neg-

ative attitude such as shouting, embarrassing other people, threatening workers,

withholding information which is required (Tepper, 2000). Abusive supervision in-

creases well-being criticism, higher workers’ anxiety levels (Martinko et al., 2013).

we claim that abusive supervision decline job and societal assets at workroom, for

example, leaders do not answer subordinate’ wants, communally weaken subordi-

nates, or destructively effect job environment (Schyns and Schilling, 2013).

Resources at workplace those are related to health are very important for employ-

ees to remain healthy and to survive with work requirements (Bregenzer, Felfe,

Bergner & Jiménez,2019). It is crucial to deliver a psychologically and socially

good and physically safe atmosphere for the creation of strong workroom (Lough-

lin and Mercer, 2014). When we talk about subordinate’s health issues, leader

attitudes considered as a significant role for the provision of physical and psycho-

logical healthy environment (Montano et al., 2016). Moreover, supervisors may

sustain those assets that subsequently increase subordinates’ wellbeing and also
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alternate working atmosphere that can assist their subordinate to improve their

health conditions (Dunkl et al., 2015).

Researchers broadly examined the effects of abusive supervision. Those subordi-

nate report high turnover, emotional exhaustion, increasing anxiety levels, higher

work family conflict who perceived their leaders to be more abusive (Tepper et al.,

2017). These subordinates also display a lesser mental health position and lower

well-being (Lin et al., 2013). Specified unfavorable outcomes for organizations and

also for the members of organization, abusive supervision is severe issue which re-

quires continuous research concentration (Tepper, 2007).

As abusive supervision causes the individual resources to reduce and increase job

insecurity yet if a person has some other resources that can lessen the effect of

abusive supervision it is pretty conceivable that person will suffer less and in-

creases subordinate’s wellbeing (Zheng, Yang, Ngo, Liu, & Jiao, 2016). Abusive

supervisory behavior is a thoughtful issue that require attentive and continuous

research consideration as it given the damaging costs for institutions and followers

(Tepper, 2007).

Employee resilience is projected as an asset which can decrease the negative in-

fluence of interpersonal strains and stressors and also can assist to decline the

negative influence of abusive supervision on wellbeing of employee. Moderating

role of resilience has been investigated on the impact of work-related stressors

with different outcomes (Gilboa, Shirom, Fried, & Cooper, 2008). Though, (Britt,

Shen, Sinclair, Grossman, & Klieger ,2016) note that the most of prevailing studies

has investigated the impact of resilience in association to organizational needs that

do not shows substantial variation that’s why the evaluation of employee resilience

is not completed. The current study will examine that the adverse impact of job

insecurity because of abusive supervision may be mitigate if employee is high on

resilience which will further improve the wellbeing of employees.
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1.2 Gap Analysis

The research on abusive supervision concerning its experiences is in rising phase.

The effect of abusive supervision on well-being of employee is under researched.

Scholars emphasized restriction in the earlier literature, that other individual and

contextual moderators and mediators are required to investigate link between Abu-

sive supervision and employee well-being (Peltokorpi & Ramaswami, 2019).

Limited research is available on ‘’Impact of Abusive supervision on employee well-

being”. Therefore, the current study emphasizes the role of Abusive supervision

regarding employee wellbeing and found two important gaps in literature. The

mechanism of job insecurity as a mediator between abusive supervision and em-

ployee wellbeing is not yet established so we study perceived job insecurity as a

mediator in our framework.

And the current study also focuses on the moderating role of resilience among

perceived job insecurity and employee wellbeing which is not yet examined in this

relationship.

Abusive supervision is common reason of many problems among the different oc-

cupations in Pakistan. The research on this topic in Pakistan’s context is not

available.

1.3 Problem Statement

Despite the abundance of literature on abusive supervision, still we find lack of

evidence with its relationship with employee wellbeing. In existing studies ex-

amined that the hidden cost is linked with the consequences of abusive style of

leadership, that’s why abusive supervision is considered such as the dark side of

supervision and get constant attention of scholars in last decades. Abusive style

of supervision causes long lasting hindrance stress (for example, the form of stress

which create unnecessary and objectionable outcomes) prompt to several harmful

and undesirable consequences for employees who are abused by leader.

As abusive supervision is known as a workplace stressor, abusive supervision was
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associated with bad well-being of subordinates. Workers are an asset of any orga-

nization and play very important role in organization success. We know happy and

healthy workers are more productive and can increase organizational effectiveness.

The research on abusive supervision related to work floor is available but related

to employee well-being is limited and need to explore more for better performance

of any organization.

1.4 Research Questions

Research Question 1:

What is the relationship between abusive supervision and employee well-being?

Research Question 2:

What is the relationship between abusive supervision and perceived job insecu-

rity?

Research Question 3:

What is the relationship between perceived job insecurity and employee well-being?

Research Question 4:

Does the perceived job insecurity play a mediating role between abusive supervi-

sion and employee well-being?

Research Question 5:

How does resilience moderate the relationship between perceived job insecurity

and employee well-being?

1.5 Research Objectives

The overall objective of the study is to develop and test anticipated model to

find out the relationship between abusive supervision and employee well-being,

and perceived job insecurity as mediator. Additionally, resilience added as the

possible moderator for the relationship of the variables mentioned in the research

model (Abusive supervision, perceived job insecurity and employee well-being).

The specific objectives of the study are stated below:
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Research Objectives 1:

To examine the association of abusive supervision with employee well-being.

Research Objectives 2:

To examine the association of abusive supervision with perceived job insecurity.

Research Objectives 3:

To examine the association of perceived job insecurity with employee well-being.

Research Objectives 4:

To explore the mediating role of perceived job insecurity between abusive super-

vision and employee well-being.

Research Objectives 5:

To identify the role of resilience as moderator between perceived job insecurity

and employee well-being.

1.6 Significance of the Study

With the passage of time the world is converted as a global village, where the

existence of corporations needed deeper understanding into quality management

practices. To gain competitive advantage across the nation human resource plays

a significant role (Devi & Pojitha, 2012).

Inside clients of the organization, for example, its subordinates are the main con-

sideration of study. Banking Sector subordinates may have experience lengthy

working hours, high work burden and stress due to its complex nature of work

that’s why banking sector is considered as more challenging industry.

For the development of an organization and their existence now workers wellbeing

has become a central subject in research field of organizational behavioral and for

those journals which are interconnected with organizational behavior. The choice

to take in this outcome (employee, s wellbeing) has not only significant in the

study of management but also in the study of organizational behavior, social and

applied psychology.

This study goal is to find the Abusive supervision problem in banking sector of

Pakistan and we check its impact on employee well-being. Employees are resources
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for an organization. Leaders should pay more attention to workers rewards, well

trainings, improve employees physical, mental health and take corrective measures

for the betterment of employee well-being.

In past such type of study never conducted where the connection of abusive su-

pervision with employee wellbeing is tested about banking sector of Pakistan with

mediation of perceived job insecurity. This study also provides a theoretical con-

tribution in literature. This study will also explain the moderation of resilience

among Abusive supervision and employee well-being in banking sector.

1.7 Supporting Theory

1.7.1 Conservation of Resource Theory

Conservation of resource theory discusses about the stress and known as theory of

stress (Hobfoll, 1989) and describes the consequences of stress and its impact in life.

In this theory resource states to all those substances, features, circumstances or

any emerge that are appreciated to persons. People require these resources (Hob-

foll, 1988) for their successful achievement of goals, that’s why these resources are

important. Because of these valuable resource’s individuals can also experience

stress when they feel that the assets are scare or have become unbalance or either

vanished. People also feel stress when they feel that their energies are not enough

to keep and foster their resources. The list of resources that are appreciated is

really large and pretty unlimited. Later, persons fight to gain, hold, protect, and

foster those things that they worth.

As a nature of human beings, they form a condition of excess of their resources and

evade conditions of damage of their resources. Meanwhile when individual does

not provoke destabilized by stressors then they are encouraged to protect, keep

up and contribute the resource to complete their work requirement, and gather

more resource for their upcoming strain (Hobfoll, 2001). Not with standing, when

drained with stressors, peoples may put their full effort to monitor their resource

and protect themselves from further resource loss (Hobfoll, 2001, 2011).
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As per conservation of resources (COR) theory (Hobfoll, 1989), resources at work-

place help to diminish job strain and increase wellbeing of employee, learning,

development as well as personal growth. Resources at work related to emotional,

physical, communal, organizational and task related aspects. Task related psycho-

logical and social resources are of specific significance for subordinate’s well-being,

that’s why people struggle to acquire, shield and refill the resources which are

require for the survival of individual with their work need.

Because of an increase in abusive style of leadership at workplace energy of subor-

dinates and the psychological resources become lessor. With due to scarce nature

of personal resources, subordinate lose their ability and strengths to cope up with

difficult situations at workplace and pressures related to job. When individual

experience psychological burden, they might be observing the risk of resource

damage, and create objectionable situation and experience undesirable emotional

state, for example Job insecurity.

In some conditions when individuals have to face a state of endless Stressors and

threat of damage of appreciated assets then the wellbeing of subordinates will be

badly damaged (Carlson, Ferguson, Hunter, & Whitten, 2012). Because of these

threats’ subordinates utilize some resources such as in regulative tactics for the

removal of stressors (Cole, Bernerth, Walter, & Holt, 2010). Encouraging healthy

work behavior of employees is very important for any organization. Resilience

power may moderate the connection among Abusive supervision and employee

well-being. Resilience also subsequently assist followers to attain, guard and refill

their resources and also decreases the adverse outcomes of Abusive supervision

regarding employee wellbeing. Therefore, resources at workplace are essential for

employee wellbeing and heath related aspects.



Chapter 2

Literature Review

2.1 Abusive Supervision and Employee Well

Being

Abusive style of leadership is insight about continuous maltreatment of the leader

(Frieder, Hochwarter, & DeOrtentiis, 2015). Hence, that need people’s constant

efforts to properly deal with this problem (Frieder et al., 2015). Mitchell and

Ambrose (2007) discovered connection among abusive leadership and negative be-

havior on the part of leader will be higher when employees who have increased

undesirable reciprocal opinions. Earlier research found, in response to abusive

leadership, subordinates likely to involve in divergent behaviors, for example, rob-

bery, scam, or doing work slowly than routine (Tepper, Duffy, & Shaw,2001). Xu,

Loi, and Lam (2015) investigate that harmed employees choose to keep on quiet

in workroom because of their emotional state of overtiredness.

Supervision is not a unidirectional concept. It is significant to note down that

leadership is a bidirectional connection among supervisor and an employee (Van

Dierendonck et al., 2004). Therefore, insights about supervision might be as posi-

tive psychology presents thought of wellbeing like subordinates appreciated prac-

tices, in this employee convert their attitude more effective and successful in their

work and other happenings (Seligman and Csikszentmihalyi, 2000).

Is it true that employee become sick because of their leaders? Though this is very

11
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significant inquiry but amazingly get less focus in management research and main

focus of researchers on positive side of leadership (Schyns & Schilling, 2012), cur-

rent studies propose that leaders’ adverse attitude have damaging properties on

subordinates’ physical and psychological well-being (Bowling & Michel, 2011; Kel-

loway & Barling, 2010). In previous literature supervision has been declared signif-

icant for the healthiness as well as wellbeing of subordinates (Holstad et al., 2013).

Supervisors can affect healthiness of their employees either in direct manner by

showing helpful and uncooperative supervisor behavior (Schyns & Schilling,2013),

and through indirect manner by effecting subordinate responsibilities (Tuckey et

al., 2012).

In current time period, the research on the topic of abusive supervision is at grow-

ing stage and getting higher concentration in the field of organizational manage-

ment. Sina network platform conducted an internet survey in which shows that

in China almost 70 percent subordinates affected by abusive supervision which

include neglection from supervisor, criticism from leader, pressure and other neg-

ative leadership attitudes (Yao, Li & Xia, 2014). Amongst these employees, 29.2

percent of employees were sometime assigned goals that were not able to be ac-

complished by supervisors, and also reported that the 44.5 percent of subordinates

were ignored by the supervisors.

The style of leadership which is abusive having bad impact on the body related at-

titudes and psychological attitudes of the employees (Carlson, Ferguson, Hunter &

Whitten, 2012), those leads towards all over adverse influence on society and orga-

nizations. While few association’s executives have not at all any hesitation about

recognizing the hostile impact of abusive leadership towards subordinates as well

as establishments (Sulea, Fine, Fischmann, Sava & Dumitru, 2013), but the in-

quiry left over why the type of this leadership exists within the organizations. The

probable reasons are that leadership in organizations mainly focuses on prevailing

authority and maintain discipline (Pellegrini & Scandura, 2008), with bosses be

likely to possess excessive quantity of important assets. The trend amongst several

institutions’ subordinates require undeniably respect and also follow instructions

as well as requirements of the supervisors. With the passing of moments because
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of this trend subordinates might be creating an increased acceptance for hostile

style of leadership, which leads to an existence of this style of leadership which is

called abusive supervision.

Commonly, wellbeing considered like an inclusive perception of pleasure and con-

tentment (Ryan & Deci, 2001), and signifies estimation of individual’s living,

counting positive affect and satisfaction about life. Subordinates wellbeing is just

getting extra consideration by managers (Grant et al., 2007). Diener (2000) ex-

plained that workers wellbeing might be associated towards satisfaction with job

field. That’s why in organizational context workers wellbeing thoroughly linked

with satisfaction about job, living fulfillment, positive feeling, and quality of work

environment that consider such as active substitution for wellbeing at workplace.

In a broader concept subordinate’s wellbeing is about all over assessment of in-

dividual’s living, such as the complete evaluation of value of workers experiences

and also happenings at work, counting satisfaction in life and positive affect that

in return influence employee presentation (Li et al., 2014).

In studies about organizations, the concept of subordinate wellbeing acquired few

considerations. Research demonstrate that both administration as well as repre-

sentatives similarly have faith in that more joyful and employees who have good

health rise their energy, cooperation, and efficiency (Galabova and McKie, 2013).

In wide manner, subordinate’s wellbeing is not just about subordinate’s gladness,

and fulfillment also excellence about living and workplace. Steady by means of

such tendencies, general indication by previous investigations specify that subordi-

nate’s wellbeing has good effect on administrative presentation through declining

subordinates’ absence, voluntary effort and turnover (Cropanzano and Wright,

2001).

Previous investigations further propose several aspects those influence subordinate

wellbeing, a large portion of which highlight specific reasons, for example, work

pressure, character as well as balance in family and job life (Schaufeli etal.,2008)

or work qualities like work demand (Macky and Boxall,2008). In spite of the fact

that those investigations add to our comprehension of why representatives may (or

may not) have a significant level of prosperity in an association, how associations
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can improve worker’s well-being is generally less investigated (Schyns et al., 2018).

Organizations have gotten progressively mindful of the positive suggestions of ad-

vancing well-being at workplace. Wellbeing of job environment is an idea that

could be related to different parts of work environment related to wellbeing ad-

vancement (Anttonen and Vainio, 2010).

wellbeing at job is drawn closer through the general point of view of the balanced

job system. Workers considered as profitable components whom productivity is in-

fluenced through inconveniences and burdens (Carayon, 2006). Customarily retail

market consumed significant quantities of cash to get increased client gratification

but at similar period they may have undervalued the adverse impact of subordi-

nates’ exhaustion side effects also linked absence on client gratification (Söderlund,

2017). Whereas there are difficulties related to wellbeing at workplace among dif-

ferent segments as well, it could be imagined that to encourage their workers’

wellbeing, retail market correspondingly requires tools which assimilate bodily,

intellectual and expressive features of healthiness (DeJoy and Wilson, 2003).

Well-being of a subordinates like objective and subjective present difficulty to

administration of an organization. Individual worker wellbeing is considered a

multidimensional construct according to traditional management research, count-

ing emotional, bodily and communal scopes (Schulte and Vainio, 2010). In overall,

wellbeing can be measured as a consequence from the complete fulfilment of ne-

cessities of people, also acknowledgement of objectives and campaigns established

forever itself. In general wellbeing of an employee on job is linked with the help-

ful components of job. Though, a general method about wellbeing at workplace

needs individuals to anticipate, also recognize undesirable components, for exam-

ple dangers to work-related damages, bad-health, threats and mishaps as bases

compromising wellbeing of subordinates (Anttonen and Vainio, 2010).

Leadership can be considered like a significant component about the wellbeing

and health of employees (Mullen & Kelloway, 2011), mainly regarding damaging

supervisor attitudes, for example, abusive leadership (Martinko et al., 2013). De-

fined by Tepper (2000), the style of abusive leadership is considered long-lasting as

well as continued, not impermanent and temporary. The assessment of the same
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leader’s attitude might be different because it is also dependent on a subordinate’s

subjective evaluation about leader’s behavior.

Many studies have discovered that supervisors’ attitude disturbs subordinates’

wellbeing. Gilbreath and Benson (2004) examined consequences about leader’s

attitude towards subordinate’s wellbeing (considered as psychological problem) by

utilizing a structure contrasted with anticipation of leader’s attitude. Discoveries

showed that positive leadership attitude (for example, permitting more worker

control, collaborating and establishing better, recognizing subordinates, also well-

being of subordinate’s) make important influence to worker’s wellbeing beyond the

influence of oldness, way of living, communal care by subordinate’s, demanding

job and life occasions. Van Dierendonck et al. (2004) discovered parallel concept

of supervisor attitude, also influence of supervisor attitude on mutually affective

wellbeing which is related to job and emotional wellbeing, signifying that superior

supervisor attitude with good qualities was linked with improved subordinate’s

well-being.

H1: There is a negative association between abusive supervision and

employee well-being.

2.2 Abusive Supervision and Perceived Job

Insecurity

Topic of job insecurity has been explained through several methods in the previous

periods. In their pioneer studies (Greenhalgh & Rosenblatt, 1984) explain Job in-

security as “perceived powerlessness to maintain desired continuity in a threatened

job situation”. Later, other writers explain the concept of job insecurity as “one’s

expectations about continuity in a job situation” (Davy, Kinicki, & Scheck, 1997).

In addition (Sverke, Hellgren & Näswall,2002) emphasis their description on the

subjective section: “the subjectively experienced anticipation of a fundamental

and involuntary event”. Also, (Vander Elst, De Witte & De Cuyper, 2014) in

international study explain this phenomenon as “the subjectively perceived and

undesired possibility to lose the present job in the future”. Anyway irrespective



Literature Review 16

of the method, all the explanations of different authors deliver a same aspect: job

insecurity is considered like a job stressor which all time causes a undesirable im-

pression on the employees as well as his private and organizational surroundings,

highlighting again the reality that its roots lie in anticipating the unconscious and

uncontrollable probability of losing a work that employees want to continue.

The first difference of Job insecurity phenomenon seems among objective and sub-

jective insecurity of job (Hartley, Jacobson, Klandermans, & Van Vuuren, 1990).

Objective insecurity of job is associated to noticeable structural variables (for

example financial presentation of the business or variables related to country’s fi-

nancial condition). This viewpoint ends by equating the idea of job insecurity with

the idea of instability in the most traditional sense: the one directly observable.

Subjective job insecurity, on the other hand, focuses on people’s experience, on

how they experience or perceive the labor condition or status they are involved in.

Job insecurity is a workplace stressor with adverse outcomes for worker and the

association: this has significant consequences for subordinate’ stress that can lead

workers to with draw from activity and the association (Probst et al.2016). Cur-

rent cultural variations influence individuals’ regular day to day existences with

desires and difficulties that speak to new circumstances to be managed (Pinquart

and Silbereisen 2004). Working life experienced significant fluctuations because

of unbalanced and erratic business situations (Griep et al. 2015), that can create

vulnerability about current business and profession prospects.

For instance, supervisors in a workplace when implement style of abusive supervi-

sion, whereby generally helpless employees are considered such as entity of outrage

towards stifle, as well as danger (Tepper, 2000), workers’ assets will stay constantly

drained. Through span of period, workers ‘those who endure as unfriendly dealing

will felt undermined, also practice adverse emotional state (Wu & Hu, 2013). At

the point where adverse feeling gathers to specific state, it prompts passionate

fatigue, coming about in exhaustion, inspirational loss, and expectational loss at

work environment, driving at the end towards Job insecurity (Sverke and Hellgren,

2002).

On the off chance that job insecurity isn’t viably reduced and gets continuous,
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representatives may enter a generally moderate state, being not able keep up their

unique dynamic conduct, and at last diminishing their degrees of advancement.

As per COR theory, individuals have essential inspiration for save, secure, also

construct assets that they esteem (Hobfoll, 2001). In the work environment, the

leader is a significant asset for representatives, somebody to whom they give a

lot of consideration (Boekhorst, 2015). The connection that the subordinate has

with his supervisor gives an organization to the enthusiastic bond between a rep-

resentative and their association (Hon, Chan and Lin, 2013). If some damage to

this connection impose by negative leadership is probably going to have adverse

impact.

Insecurity about job has going to be a genuine worry amongst subordinates and

investigations distinguished Job insecurity such as more significant strains in cur-

rent occupational life (De Cuyper et al., 2008). Despite the reality that research

has concentrated on distinguishing potential results, wellbeing related issues have

been considered less much of the time contrasted with different results, for ex-

ample, work and employment behaviors (Sverke et al., 2002). Further terrible

components of sick wellbeing, for example, burnout and gloom have increased

little consideration up until this point (Hu and Schaufeli, 2011). Nonetheless,

specifically such sorts of results possibly will prompt extreme harmful impacts for

employees, for associations just as well as for general public.

Moreover, there is a need to all the more likely realize for those job insecurities iden-

tified with certain adverse outcomes. For example (Lazarus and Folkman, 1984),

workers probably going to respond distinctively to stressors since they have various

arrangements of adapting techniques and assets. Every individual is different and

the reaction towards Job insecurity is supported through meta-investigations on

job insecurity results that discovered varieties in qualities of relationship among

work insecurity and wellbeing results (Cheng and Chan, 2008), that may be an

indication which specific gatherings are extra exposed. Thus, topic of general-

izability of the association among job insecurity and wellbeing results should be

tended to all the more obviously. In accordance through significant demands that

advanced in the area of occupational psychology; on the way to explore subgroups
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to all the more likely comprehend systems behind the connection of work stres-

sors, for example, work uncertainty and potential unfavorable outcomes (Taris

and Kompier, 2014). In this way, people and job attributes ought to view as when

concentrating the negative outcomes of job insecurity (Stiglbauer et al., 2012).

On account of work instability, workers in all likelihood see the vulnerability of

their business future as a risk, since for the vast majority the work is the reason

for monetary strength just as identified with their personality. Also, work provides

individuals to interact with an informal community and gives chance to workers

to create something they value and appreciate (cf. Jahoda, 1982). Job insecurity

subsequently involves threat to significantly something other than the economical

part of business.

On foundation of existing literature, we emphasis on the mediation of job insecu-

rity. According to presented research, we get to know that abusive leadership has

adverse influence on job insecurity. As per COR theory because of job insecurity

subordinates utilize their psychological resources to deal with insecurity and un-

certainty regarding job and thus employees do not have sufficient assets. In recent

literature job insecurity is a variable that got more concentration in work envi-

ronment related studies. Job insecurity increases work stress, bring higher rate of

deviant behavior and subordinates’ intentions to quit (Sulea et al., 2013).

As per COR theory, an expansion of abusive leadership in work environment makes

the energy of subordinates’ mental assets to decrease. Because of restricted nature

of individual assets, subordinates at the point lose the capacity to adapt to danger

and complications in work atmosphere. This thus expand the subordinates feel-

ing of job insecurity. In such condition’s subordinates will see a more noteworthy

number of undesirable elements, with assessment of their work additionally being

adversely biased. Being under the feeling of mental burden, they may see the

danger of loss of assets, delivering unwanted practices and encountering negative

emotions, for example, job insecurity.

H2: Abusive supervision is positively associated to job insecurity.
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2.3 Perceived Job Insecurity and Employee

Wellbeing

Job insecurity happens just on account of unintentional damage, and the appar-

ent potential damage can range from perpetual damage of employment itself to

damage of some of valuable occupation characteristics, for example, hierarchical

status, chances for upgrade, opportunity to plan work, and authoritative assets

(Shoss, 2017). Significant precursors of job insecurity contain expected structural

fluctuations, role uncertainty, and the receipt of data about organizational emer-

gencies (Lee et al., 2006).

According to (Greenhalgh & Rosenblatt,1984), hypothesized job insecurity like a

multidimensional concept with two essential parts: risk severity (estimated as the

conceivable damage by the significance the worker puts on that projection) and

helplessness to fight the danger. At the time when the dangers are serious and

the worker feels helpless, the sentiment of employment insecurity is at its peak

level. Despite the fact that these investigations talk about the conditions that

encourage job insecurity, we think lesser about mental procedures through which

job insecurity applies the impact on subordinate consequences.

Current patterns in worldwide economy are always driving organizations to become

increasingly competitive, to expand benefits and limit expenses. Our economy is

quickly advancing and changing. Unexpected financial circumstances and solid oc-

cupational rivalry have provoked acquisitions, mutual, downsizing, and also some

other structural variations in inside organizations, which result in heightened view

point of job insecurity between subordinates. Job insecurity is about people’s

point of view that their occupations are in danger and they are unable to keep

their desired work continue (Shoss, 2017).

More definite components of sick wellbeing, for example, emotional exhaustion

or hopelessness disturb both workplace and as a whole general public but it is

less frequently investigated. Particularly burnout, yet additionally unhappiness

might be identified with the work circumstances. For example, exhaustion has
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been tentatively connected with various negative results, for example, poor occu-

pation execution, physical ill-health, mental ill-health long-term sickness absence

and all-cause mortality (Hallsten et al., 2011). Like exhaustion, hopelessness seen

as identified with results in the work setting, for example, disabled work execu-

tion and an expansion in danger of mishaps (Haslam et al., 2005). Depression is

additionally one of the main sources of occupation inadequacy (Henderson et al.,

2011).

Work loss can be an exceptionally unpleasant occasion, the connection between

people’s encounters of joblessness and poor emotional well-being has over and

over been recorded (Goldman, Saxton, and Catalano 2010). Anyhow, the pressure

made by the danger of joblessness is somewhat because of occupation uncertainty

and mostly the consequence of the genuine encounter of employment loss. In this

manner, joblessness hazard is excessive for all who stress over joblessness regard-

less of whether some of them stay, at last, employed.

Work insecurity can possibly higher mental trouble in this manner disintegrat-

ing a person’s supply of emotional well-being and bringing down their prosperity.

Poor psychological wellness makes incredible enduring influenced people and fur-

thermore has been seen as overweightness (Dallman et al. 2003), coronary illness

(Stansfeld et al. 2002) and suicide (Stravynski and Boyer 2001). In addition, it was

found that individuals in enduring occupations have self-adequacy and increased

fulfillment of life, on the other hand individuals with short-lived agreements see

life as being not as much of well-spoken and individual also feel that they have

less assets as compare to their supervisors Ciairano et al. (2012).

Past investigations depended basically on social exchange system for determining

the intervening procedures by which job insecurity effect workers. Subordinates

are seen be motivated by a wish to sustain a give-and-take or well-adjusted associ-

ation with workplace in the form of incentives and also helps (Blau, 1964). Should

they trust that their workplace not meet its predetermined commitments, they

see mental agreement among workplace and them as having been broken. These

investigations have claimed that subordinates encountering job insecurity see a

break of their mental agreement with the workplace and respond by decreasing
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their work effort and responsibility to workplace consequently (De Cuyper & De

Witte, 2006).

To analyze causality in connection among job insecurity and employee wellbeing

Panel data econometric techniques have been additionally utilized. For instance,

(Rohde et al, 2014) presume that an expansion in financial uncertainty causes ill

mental health for working age Australian grown-ups. It was found through utiliz-

ing longitudinal data on Dutch workers, that their list of work stress, that contains

job insecurity, which is a strong forecaster of: psychotropic medication utilization,

misery, nervousness, and chronic exhaustion. In addition, utilizing Australian

data, (Green, 2011) proposes that if the employee is increasingly employable than

subjective wellbeing is less effected by high job insecurity. Kopasker, Montagna,

and Bender (2016) by utilization of British panel data found that apparent job

insecurity foresees a decrease in emotional wellbeing for both men’s and women.

At last, the meta-investigation of causal examinations utilizing longitudinal data

also see that expanded work insecurity prompt to modest declines in psychological

wellness.

In adding to bad psychological wellbeing, Job insecurity has been likewise associ-

ated with some other aspects of wellbeing. Caroli and Godard (2013) investigates

that in following a half year, the respondent’s assessment of probabilities of loss

of their employment, predicts poor self-revealed wellbeing and physiological prob-

lems, for example, cerebral pains and eye strain. Smith, Stoddard, and Barnes

(2009) account that guys who are in working age gain their weight because of ex-

pansion in chances of joblessness. Finally, Barnes and Smith (2009) investigate in

United States the possible connection among job insecurity and smoking, propos-

ing that an expansion in the chances of joblessness foresees a choice of continues

use of tobacco.

Critically, in direct examinations, subjective practices of job insecurity associated

to bad wellbeing more than do objective pointers of wealth (De Witte, De Cuyper,

Handaja, Sverke, Näswall, & Hellgren, 2010), for instance, in spite of offering of

higher salary, irregular work is experienced as similarly harming to wellbeing as

unemployment, apparently due to going with uncertainty (Camfield, Choudhury,
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& Devine, 2009). Moreover, longitudinal cross-lagged investigations strengthen

a fundamental understanding of job insecurity discouragement of wellbeing, but

gave no strength for another hypothesis: i.e., that those with less psychological

wellness objections acquire secure work (Hellgren & Sverke, 2003).

Subordinates currently often practice that the fate of business is at stake and they

suffer against insecurity of job. Long periods of exploration on job insecurity have

encouraged to an accord that feeling unsure about the fate of one’s business is

related with a many undesirable outcomes, both in the short, and long term (De

Witte, Pienaar, & De Cuyper, 2016). To extend current investigation on job in-

security, there is an expanding intention on mechanisms through this job stressor

links to its consequences, that is, how job insecurity develops in to following out-

comes because of middle person aspects (De Witte et al., 2016).

Past literature has built up that workers who experience work insecurity report

an assortment of damaging responses (De Witte et al., 2016). In Japan, since the

early 1990s because of a lengthy financial downturn, the view of job insecurity has

decreased amongst several workers (Tsutsumi, 2016). Job insecurity separated

into two main principle measurements, quantitative job insecurity and qualita-

tive job insecurity (Hellgren et al. 1999). Quantitative Job insecurity is defined

as “the perceived threat of job loss and the worries related to that threat” (De

Witte 2005). Qualitative Job insecurity is explained as “the perceived threat of

impaired quality in the employment relationship, such as deterioration of work-

ing conditions, lack of career opportunities, and decreasing salary development”

(Hellgren et al. 1999). Because maximum investigations on the relationship of

Job insecurity with workers’ wellbeing have centered around the quantitative job

insecurity (De Witte et al. 2010).

Some theoretical point of views can elaborate the adverse mental outcomes of job

insecurity. Jahoda’s (1982) has proposed that the chances of losing one’s em-

ployment undermines the fulfillment of requirements, for example, pay and social

contacts, and prompts disappointments. Moreover, Job insecurity has negatively

affected workers’ well-being because of the related sentiments of randomness and
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helplessness. This theoretical connection among job insecurity and mental well-

being has epidemiologically exhibited in the research field of occupational health

in which few meta-analytic examinations have announced the relationship of job

insecurity with bad psychological wellbeing, for example, regular psychological is-

sues and miserable signs (Theorell et al. 2015). A later orderly survey has likewise

announced that job insecurity is highly linked with depressive signs (Kim & von

dem Knesebeck 2016).

Job insecurity is most worrying part of the procedure prompting joblessness, which

have a bad result on subordinates than joblessness does by itself (Nella et al. 2015),

accordingly, to keep up and advance great psychological wellbeing among workers,

more grounded business measures and employment security framework should be

created at a level of national policy (Uutela 2010). In the work environment, giving

a strong description of work duty might be viable in decreasing mental pain which

linked with work insecurity, particularly among perpetual male subordinates.

Job insecurity is most widely recognized strains in modern employed life. In spite

of the fact that studies demonstrate that job insecurity concept has psychological

(for example, the apparent adverse variation to peoples work) and sentimental

(for example, enthusiastic responses to probable change to one’s work) parts, re-

searchers seldom apply this differentiation among psychological and sentimental

Job insecurity in their theory improvement and conceptualization.

work insecurity is now a days broadly perceived as one of the main psychosocial

dangers at the work environment, next to aspects for example work burden, (ab-

sence of) control, job stressors and poor interpersonal connections at workplace,

prompting mental and physical damage (Leka & Jain 2010 ).Prior research about

job insecurity have proposed that the impacts of Job insecurity on well-being might

be unique for people (Cheng & Chan, 2008).

Comparable discoveries have well-reported for job insecurity, where diminished oc-

cupation fulfillment and bad psychological health are two of the best-documented

results of insecurity of job, as per two meta-investigations on the results of Job

insecurity (Cheng & Chan, 2008). Though, a current investigation by (De Witte et

al, 2016) emphasized that the improvement of the connection among job insecurity
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and wellbeing which is related to job after some time is less recorded, proposing

that the system connecting the two may require further examination.

When linked with secure laborers, insecure transitory employees suffer from poorer

work-related wellbeing, more prominent powerlessness and experience of stress (Ya

şlıoğlu et al. 2013), lower hierarchical responsibility and work fulfillment. De-

Cuyperetal, (2009) found that changeless business was decidedly connected with

an expansion in work commitment and that perpetual employees are involved and

submitted than transitory ones.

Hardly few investigations talked in depth about the long-standing results of work-

related insecurity and joblessness for people’s wellbeing. Additionally, according

to longitudinal investigations propose that job insecurity is the major cause of

poor well-being of employees than some other reasons (Vander Elst et al. 2014),

and that employability is positively linked with commitment and life fulfillment.

H3: There is a negative relationship among perceived job insecurity

and employee well-being.

2.4 Mediating Role of Perceived Job Insecurity

between Abusive

Supervision and Employee Well-Being

Past research led in area of abusive leadership still have numerous restrictions and

it is as yet a developing field. Research does not reveal a lot of insight into the

practices of the workers themselves that leads towards the maltreatment they get

by their leaders. In a latest investigation (Oh & Farh, 2017) suggested that abu-

sive leadership prompts different limitations, managed and overcome social results

which may incorporate mental exit rather than genuine exit for example turnover

goals, hopelessness and shift hostility in form of abuse directed towards colleagues.

In support to this (Hackney & Perrewe, 2018) additionally demanded investigation

of abusive leadership as a component suggesting that it prompts different enthu-

siastic and administrative results which should be investigated further.
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Any workplace wishing to remove abusive leadership must examine the initial stage

of this issue. Most of researchers have focused on results of abusive leadership.

But recently attention is being moved to what makes this sort of supervision to

begin. Present literature recommends that subordinates reactions to interpersonal

stressors rely upon the hierarchical setting (Miner & Smittick, 2016).

The leader and employee association are one of the most important interpersonal

associations which personnel preserve at the workroom. Inferable from bosses ‘hi-

erarchical status, advanced power, and more worthy assets, they help as guardians

of appreciated worker results (for example, upgrade, increments in pay, response).

Adverse supervisory associations, for example, those categorized by abusive lead-

ership, make destroying ramifications for employees as assets damage as far as

supervisory help and access to admired results. Subordinates come up short

on the capacity to react to this interest because of their lower control position

comparative with their leader, and acts of irrationality/revenge can lead to disci-

plinary activities, expanding aggression, and even firing (Aquino, Tripp, & Bies,

2001).Thus, constant experience to leadership which is abusive exhausts ill-treated

employees, and psychological overtiredness is activated because subordinates feel

that they even do not have the suitable assets to deal with the stressor stand-

ing up to them(Lee& Ashforth, 1996) according to COR theory (Hobfoll, 1988),

present proof shows that workers confronting abusive leadership see such attitude

as destructive and experience negative feelings, (for example irritation or distress).

subordinates spend significant emotional energy to deal with that interpersonal

stressor. This psychological guideline exertion finishes their emotional assets, and

sentiments of enthusiastic depletion develop (Han, Harms, & Bai, 2017).

In the course of the most recent 20 years, globalization along with the financial

downturn has put significant stress on labor market. Consequently, organizations

have required to decrease expenses, bringing about work loss and expanded im-

pression of Job insecurity between subordinates (Daly et al. 2013). These marvels,

in turn, have high anxieties about their latent capacity influence on subordinates’

well-being and prosperity.

Working life is categorized by variation and rivalry, reflected in happening, for
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example, rearrangements, downsizings, impermanent business contracts and hi-

erarchical monetary troubles. Not unexpectedly, these objective qualities may

influence a subordinate’s subjective point of view that the present work is at risk,

and such practice of job insecurity may, in turn, have undesirable outcomes for

his/her wellbeing (Sverke, Hellgren, & Näswall, 2002).

job insecurity, characterized as the apparent danger to the present place of em-

ployment (Hellgren, Sverke, & Isaksson, 1999), has gotten expanding research

consideration throughout the most recent periods. Researchers approve that inse-

curity about job is a subjective experience regarding a spontaneous phenomenon

that is linked with doubt about the future of job. Grounded on knowledge that

the danger of job loss might have similarly adverse outcomes such as job loss itself

(Otto & Dalbert, 2013), it is measured as a significant job strain. Accordingly, Job

insecurity has been associated together psychological (for example, frustration,

nervousness, depressing feelings and mental exhaustion) and physical wellbeing

complaints (for example, napping complaints, high blood pressure) and Given the

steady connection among work insecurity and well-being protests, it is amazing

that comparatively little examinations have observationally explored the explana-

tory procedures underlying the effect of job insecurity on personnel’s wellbeing.

Selenko and Batinic (2013) anticipated that Job insecurity causes real deficiency

of advantages of job, instead of the risk of deficiency of these advantages later on.

Although, connecting Job insecurity to intimidations to the manifest and hidden

advantages of job may be increasingly suitable. After all, a work-insecure worker

still has service and may therefore still have access to the apparent and hidden

advantages of job, which is most clear with respect to the apparent advantage of

having a salary. Encountering dangers to the advantages of work, as an outcome

of occupation insecurity insights, may though be sufficient to produce strain and

stresses bringing about expanded psychological and physical well-being related

criticisms after some time (Lazarus & Folkman, 1984).

Work insecurity is well-documented all through the North American labor mar-

ket, influencing even well-educated subordinates (Sharone, 2014). Its well-being

impacts are less frequently examined studied and are some of the time mixed with
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those of occupational strain. The terms work insecurity and work strain are not

tradable. In this examination, work insecurity includes both the real condition

of being employed on transitory, fixed-term agreements according to companies’

requirements and insights of instability with frequent threats of work damage,

helplessness, and having “no constant assumption of permanency or long-term oc-

cupation” (Glavin, 2015).

Dissimilar work insecurity, work strain happens in all positions sooner or later

and is not constantly challenging for well-being. As characterized by (Karasek &

Theorell, 1990), work strain results from a mixture of high job requirement, low

authority over the sorts and pace of employment assignments (e.g. repetitious,

uninteresting), and less help in the working environment. This is not equivalent

to the well-being impacts of strain utilized by some to refer to the fatigue or stress

coming about because of work insecurity (de Cuyper, Witte, Vander Elst & Han-

daja, 2010).

Job insecurity influences the well-being of safe and perpetual co-workers also. In

a work environment culture of ambiguity and developing employment insecurity,

generalized strain and the impression of persistent work insecurity is related with

inferior self-rated well-being, disassociation, and unhappiness among all employ-

ees (Burgard, et al. 2009). Similarly, increments in the extent of part-time and

contractually hired teachers was linked with rising negativity and declining work

fulfillment and work environment morale in the European studies of academic pro-

fessionals by (Cavalli & Moscati, 2010) contend that the subsequent disintegration

of tenure creates greater anxieties among both tenured-stream and tenured faculty.

Awareness is important. Examining information from a national board of Ameri-

can specialists, Glavin (2015) found that age and lengthy exposure to the danger of

occupation loss were essentially connected with negative well-being impacts. The

younger employees displayed low annoyance and anxiety and improved self-rated

well-being than middle aged and older employees, yet the distinction between the

last two was not critical. Glavin proposes a couple of explanations behind, counting

that middle aged and old age employees are more likely to have extended exposure
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to work insecurity which then results into long-lasting strain. Middle aged employ-

ees typically have more dependents than their older or younger counterparts; they

might be progressively defenseless against work insecurity. Glavin theorizes that

work insecurity is currently standardized normalized between younger employees,

with a lower negative impact on well-being. He additionally increases the likeli-

hood that older employees resign before when medical problems come up, slanting

the outcomes for that accomplice.

Latest studies (Bernhard-Oettel et al. 2005) discover that amongst permanent

subordinates perceived job insecurity expands work depletion and decrease work

fulfillment, and organizational responsibility, though it does little in clarifying reac-

tions of impermanent subordinates. In a comparable manner, permanent workers

practice advanced levels of suffering and inferior well-being when they feel inse-

cure, however perceived Job insecurity was not analytical for these results in the

cluster of impermanent subordinates (De Cuyper and De Witte 2005). This form

of outcomes can be disclosed regarding the inconsistency among the degree of pre-

dictable and perceived work insecurity that is emotional, sudden, and undesirable

for permanent subordinates, whereas this is not the situation for impermanent

subordinates (De Cuyper and De Witte, 2007).

Perceived Job insecurity is characterized as a subjective phenomenon which re-

lates to uncertainty about an unintentional loss of the present job later on (De

Witte 2005). It has huge unfriendly consequences for self-evaluated well-being and

mental health. In particular, perceived work insecurity linked to inferior physi-

cal well-being for example somatic well-being related disorders, overweightness,

inferior self-evaluated well-being, hypertension and overweightness. In addition,

perceived Job insecurity has been found to associated with poorer intellectual

health and welfare, e.g., slight psychiatric illness and mental suffering (Rugulies

et al. 2006).

As estimated above, few scholars talk about the hypothesis that Job insecurity is

a job strain which prompts higher stress, and also lessen health and wellbeing. So

as to clarify these connections, various clarifications might be given dependent on

various theoretical point of views (De Witte, Vander Elst, & De Cuyper, 2015).
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According to (Lazarus & Folkman, 1984), Job insecurity is the more visible oc-

cupation stressors that might be adversely influence welfare in work environment

because its prompt a strain response. Work insecure subordinates practice strain

because they require to invest psychological and physical assets to handle with

compromising expectation of employment loss (Reisel et al., 2010). More explic-

itly, Job insecurity includes absence of assets, explicitly control over two aspects,

for example, obviousness and controllability (De Witte et al., 2015). It is fact

that Job insecurity is associated with both uncontrollability and unpredictability,

where employees feel uncertain about their future concerns and also face problem

of decision about what to do and what to not and totally feel helpless regarding

the continuation of job. As job insecurity is linked with resource depletion which

leads towards poor wellbeing of subordinates as a result of job strain (De Witte

et al., 2016).

Confronted with increased worldwide challenge, times of monetary downturn, reg-

ularly evolving innovations, quick business restructuring, and moving administra-

tive approaches in regards to work and workers relationships, establishments have

progressively involved in acquisitions, restructuring, downsizing and mutual to

stay competitive (Hirsch & De Soucey, 2006). Not unexpectedly, these variations

have led subordinates to practice significant uncertainty about the future of their

occupation. Without a doubt, subordinates around the globe (American Psycho-

logical Association, 2014; Oxford Economics, 2014) have recognized Job insecurity

as one of their topmost concerns.

With the appearance of progressively modern innovation, fiercer worldwide chal-

lenge, and a slowdown economy, associations have implemented different versatile

methodologies to keep up competitive gain, for example, outsourcing, restructur-

ing, or even firing of staff, which may bring about a feeling of work insecurity

among subordinates (Shoss, 2017).

COR theory (Hobfoll, 1989) recommends that people are inspired to get and pre-

serve assets. As indicated by conservation of resource theory, mental pressure

happens under three conditions: (1) assets are lost, (2) assets are threatened with

loss, and (3) there is no asset advantage after asset speculation. COR theory



Literature Review 30

characterized assets as objects (e.g., lodging), individual attributes (e.g., hopeful-

ness), conditions (e.g., superiority), or energies (e.g., cash) that are esteemed in

their own privilege or assist as methods for achievement of different assets. Stable

work is viewed as a condition asset that is esteemed by subordinates not only

for its own motivation as well as for its capacity to encourage the achievement of

different assets (e.g., lodging, nourishment, clothing, pay, communal status, and

regard. Hence, Job insecurity indicates a risk to subordinate assets in the form

of loss of work and salary or lost appreciated work features (Hellgren, Sverke, &

Isaksson, 1999). As things considered, we expect that encountering high Job in-

security brings about negative business related and individual results.

Strain (counting mental pain) is a well-known result of job insecurity (Näswall,

Sverke, and Hellgren, 2005). Without a doubt, conservation of resource theory

(Hobfoll, 1989) recommends that strain results might be happen in the event that

one is undermined with asset damage. Along these lines, we anticipate a positive

connection among Job insecurity and strain.

H4: Perceived job insecurity plays a mediating role between abusive

supervision and employee well-being.

2.5 Resilience as a Moderator between Perceived

Job Insecurity and Employee Well-Being

The word “resilience” can be followed back to the Latin word resilire, or, “to

jump back”. Resilience is explained by Oxford English Dictionary as ”having the

option to withstand or recoup rapidly from difficult conditions” (Hu, Zhang, &

Wang, 2015). According to the area of psychological research, resilience depicts

the capability of someone to feel oneself again after facing adverse sentiments,

and flexibly adjusting to the varying requirements of unpleasant encounters, for

example, growth, it is an adjustment procedure serving organizations come out of

unfavorable conditions. Subordinate resilience is a set of learning, versatile and

organizing actions. (Lazarus, 1993; Niitsu et al., 2017). Resilience could likewise

be clarified as “a concept that depicts the presentation of positive adjustment even
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with regard to misfortune or hazard” (Masten, 2001). Ryff and Singer (1996) at-

tested that resilience is a significant reality to consider in connection to the jobs

that avoid disease and negative attitudes. Thus, (Ryff, Singer, Dienberg Love,

& Essex, 1998) explained resilience as the capacity to keep up or recover a high

feeling of wellbeing in the state of adversity.

Study has been exploring the significance of resilience in occupational surroundings

for the advantage of both worker and organizational well-being for over a period.

But there is not much effort to make the usefulness of resilience training in the

situation or establishments. subordinate resilience denotes to the social ability.

Individual qualities of character (e.g., inventiveness, boldness, social insight) en-

courage social working and execution, because when people have certain qualities

they are better ready to manage with natural difficulties (Van Woerkom, Bakker,

&Nishii, 2016).Current research among different gatherings (including students,

workers, the old age people) has demonstrated that the utilization of character

qualities has prescient incentive for well-being and life fulfillment (Dubreuil et al.,

2016).

When established qualities are empowering and enable an individual to flour-

ish. Frontline subordinates commonly face numerous interpersonal stressors, Han,

Bonn, & Cho,2016). Employee resilience is linked with the ability to keep up

stable performance despite a profoundly distressing encounter (Bonanno, 2004),

is anticipated as an asset that can diminish the negative impact of interpersonal

stressors and can assist to reduce the adverse effect of emotional overtiredness on

subordinates’ ability to fulfill clients and administration execution.

Resilience has been studied as a moderator of the effect of working environment

related stressors on different results. However (Britt, Shen, Sinclair, Grossman,

& Klieger, 2016) note that most of the present literature has investigated the

role of resilience in link to organizational requirement that do not shows substan-

tial versatility; in this way, the valuation of subordinate resilience is inadequate.

Work requirements vary in form of their regularity, concentration, length, and

consistency. They do not represent substantial versatility (Gilboa et al., 2008).
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Encounters of abusive leadership and client rudeness embody huge difficulties be-

cause of their occurrence, strength, length, and erratic nature, likewise noted that

various requirements of job atmosphere that are judged to be forceful, random,

or lengthy in period signify substantial versatility. Therefore, the investigation of

worker resilience as the moderator of the connection among several interpersonal

stressors and worker results can give a superior evaluation of the role of worker

resilience.

Work environment and workers are needed to show resilience in today’s continu-

ously moving and random business situations. As the science of organizational psy-

chology has progressed after some time, modern resilience scholars have directed

their concentration towards individual attributes of subordinates which might be

connected with a workplace resilience (Lengnick-Hall & Beck, 2011), explicitly re-

silience at an individual level (attribute’s resilience). Modern research shows that

resilience in people brings about results, for example, lower levels of mental misery

(Min et al., 2013), advanced levels of optimistic intellectual (Cooper, Flint-Taylor,

& Pearn, 2013), and additional positive work attitudes. Resilient subordinates

recoup better and more rapidly from interruptions than non-resilient subordinates

and are additional adaptive and receptive to organizational variations compul-

sory for organizational achievement (Shin, Taylor, & Seo, 2012). Strangely, this

adjustment isn’t dependent upon the subordinates viewing the organizational fluc-

tuations positively; rather it is contended that individual level resilience expands

the subordinate’s propensity to accommodate variations even if they do not essen-

tially need the change.

Building on these perspectives, a developing idea in the exploration on organi-

zational resilience is ‘employee resilience’, a construct contended to be distinct

from intrinsic attribute resilience in that worker resilience is a variable that is

explicitly encouraged by organizations through the formation of ‘organizational

enablers’. Empirical data presently exists to help the argument that employee

resilience adds to key execution drivers, including positive subordinate behavior

and attitudes (Näswall, Kuntz, & Malinen, 2015).

Few modern organizational scholars have started concentrating focusing on worker
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wellbeing, deemed to be a result of resilience which prompt to improved worker

profitability (Page & Vella-Brodrick, 2013) and, controversially, enhanced orga-

nizational output (Luthans et al., 2010). While improving financial outcomes

through wellbeing negotiations might be the absolute objective of certain organi-

zations, there is insufficient experimental proof in the literature to back up claims

of subordinate wellbeing improving organizational accounts (Meyers, Woerkom, &

Bakker, 2013).

Researchers (Niitsu et al., 2017) have faith in that resilience denotes to the ability

of recouping from negative feelings and modifying oneself to the always evolv-

ing situations. Past examination has demonstrated that resilient people would

keep up their physical and mental well-being through buffering adverse outcomes

from hard times (Connor & Davidson, 2003). Fredrickson, Cohn, Coffey, Pek,

and Finkel (2008) noticed that resilient people have a tendency to proactively get

ready for adversities and limit the effects of unpleasant occasions on themselves

through utilizing their mental assets effectively.

Conservation of resource theory (Hobfoll, 1989) propose that individuals’ wellness

hurts while encountering the risk of assets loss. We incorporate general well-being,

mental well-being (which incorporates passionate prosperity and psychological

wellness), physical well-being (which incorporates absence of wellbeing grievances

and psychosomatic manifestations), and musculoskeletal issues as results of work

insecurity. Building on conservation of resource theory (Hobfoll, 1989), various

scholars have recommended that job insecurity may aid as an antecedent to sev-

eral adverse emotional responses (Ito & Brotheridge, 2007), including anger, worry,

and misery. Subsequently, we additionally anticipate that work insecurity has pos-

itive association with misery, worry and anger.

Interpersonal communications present difficulties that can be handled by interper-

sonal capabilities (Athay & Darley,1982). As job insecurity is linked with resource

depletion which leads towards poor wellbeing of subordinates as a result of job

strain (De Witte et al., 2016). Self-control has been recognized as an element of

resilience at the individual level (Meredithetal.,2011). We assume that workers
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with a significant level of resilience are more expected to bear the adverse influ-

ence of organizational interpersonal stressors. The resilience of frontline workers

should empower employees to keep peaceful in stressful circumstances and as-

sist them with securing their psychological assets (Parker, Jimmieson, Walsh, &

Loakes, 2015).

Subordinates vary in the quality and amount of their own assets; hence, their ca-

pacity to deal with work related stressors also differ. We contend that resilience

acts as a coping asset that diminish the emotional exhaustion created through

the bad sentiments brought by abusive supervision. This is because workers with

high resilience are capable of utilizing their emotional and rational assets more

adequately than subordinates with low resilience. Resilience is aligned with posi-

tivism and expectation (Harcourt & Ateke, 2018), therefore, when highly resilient

subordinates manage incivility, their positive viewpoint assist them to bear and

stand in challenging conditions, and they practice a lesser amount of emotional

exhaustion than subordinates with low resilience.

H5: Employee resilience moderates the relationship between job inse-

curity and employee wellbeing in such a way that job insecurity will

have a stronger positive relationship with employee being for the em-

ployees who are high on resilience than the employees who are low on

resilience.

2.6 Research Model

Figure 2.1: Research Model of Abusive Supervision, its Impact on Employee
Wellbeing; with a Mediating Role of Perceived Job Insecurity and Moderating

Role of Resilience
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2.7 Research Hypotheses

H1 : There is a negative association between abusive supervision and employee

well-being.

H2 : Abusive supervision is positively related to job insecurity.

H3 : There is a negative association between perceived job insecurity and employee

well-being.

H4 : Perceived job insecurity plays a mediating role between abusive supervision

and employee well-being.

H5 : Employee resilience moderates the relationship between job insecurity and

employee wellbeing in such a way that job insecurity will have a stronger positive

relationship with employee well-being for the employees who are high on resilience

than the employees who are low on resilience.



Chapter 3

Research Methodology

3.1 Introduction

Research methodology will be discussed in this section. Here, we find out the

impact of abusive supervision on employee well-being and include the mediation of

perceived job insecurity, and resilience as a moderator. In research methodology we

conclude research design, data collection methods, sample, population, reliability

of variables and research instruments.

3.1.1 Unit of Analysis

This investigation will be primary research in nature. The participants who par-

ticipate in this study are respondents, we collect information from respondents

during survey through questionnaire. In this study data was gathered by employ-

ees of banking sector of Rawalpindi & Islamabad. So, the unit of analysis in this

research was individuals of banks.

3.2 Research Design

Research design is about a fundamental path which we proceed in research and

gives direction about how a research should be done, which individuals will be

36
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the respondents of study, which method should be used to collect data and which

technique will be used for analysis of data. This investigation depended on primary

data and can be named as causal research.

3.2.1 Type of Study

This investigation is utilized to highlight the impact of abusive supervision on

employee well-being, for this co-relational study has been used in this research.

3.2.2 Research Philosophy and Quantitative Research

As we know population is huge and we cannot measure whole population, that’s

why quantitative approach is used by researchers and also appreciated. We take

sample from whole population which represent the whole population. Therefore,

in this study quantitative approach has been used and we collected quality data

to connect variables with each other and represent the nature of the connection

between variables which used in this study.

3.2.3 Population

Service sector plays very important role in development of any nation. Banking

sector serve people and largely contribute in economic growth pf country. Success

of other sectors also depends upon banks. A successful and effective banking

system boost up economic growth and plays a crucial part in development of the

economy of Pakistan (Haider et al., 2017). As the banking sector of our country

is at developing phase.

I choose banking sector population for my research because employees of banking

sector face abusive supervision. As employees of banking sector whole day deals

with clients and try to satisfy their customer and fulfill their needs. Supervisor of

banking sector employees become abusive and use their authority and bound their

employees to treat politely with their customers.
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3.2.4 Sample and Sampling Technique

Different sampling techniques are available and researchers use sampling tech-

niques according to their interest. It could be judgmental sampling, convenience

sampling, random sampling or snow ball sampling. In this study convenience

sampling was the basic technique through which sample was drawn. Convenience

sampling technique is non probability method in which data is collected randomly

according to researcher convenience. In this study convenience sampling technique

was used for the purpose of data collection and collected responses according to

the availability of employees from different banks because convenience sampling

technique is easy and suitable to collect data efficiently in this research. So, data

was collected randomly from banks of Pakistan which represent the most real

picture of whole population of employees of banking sector of Pakistan in demon-

strating the effect of abusive supervision on employee wellbeing with mediation of

perceived job insecurity and moderation of resilience.

3.2.5 Data Collection Technique

Data collection source was primary. We used structural questionnaire for collection

of data as an instrument of data collection. As we know it is impossible to gather

responses from whole population of banks of Pakistan because of time constraint as

we have limited time to complete this study as well as we have lack of resources. For

data collection sampling technique is generally used by researcher, through sample

we target whole population. The particular sample of population represents whole

population. Hence, the selected sample should have all the characteristics which

are require to present whole population and the requirement of study.

3.3 Instrumentation

As scale development is difficult and time-consuming process so, already developed

scales by well recognized researcher have been used in this study. The nature of

all the items comprised in the questionnaire is such that all the variables including
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abusive supervision, employee wellbeing, perceived job insecurity and resilience is

to be filled by employees of banks.

3.3.1 Abusive Supervision

Fifteen items scale is used in this study which is established by (Tepper,2000), to

measure abusive supervision. All items are responded on 5-point scale 1-5 where.

1= I cannot remember him/her ever using this behavior with me 5= He /she uses

this behavior very often with me. Some of the items are; Ridicules me, tells me

my thoughts are stupid, Gives me silent treatment.

3.3.2 Employee Well-being

Six items scale is used in this study which is developed by (Hess, Kelloway, Fran-

cis, Catano, &Fleming,2005), to measure Employee Well-Being. Whole items are

responded through 5-point Likert scale which ranges from 1= Strongly disagree

to 5= Strongly agree. Some of the items include in this scale are; In the past six

months, I have felt motivated, In the past six months, I have felt energetic

3.3.3 Perceived Job Insecurity

Four items scale is used in this study which is established by (Vander, De Witte,

& De Cuyper,2014), to measure Perceived job insecurity. All items are answered

through 5-point Likert scale ranging from 1= Strongly disagree to 5= Strongly

agree. One reserve coded question is included. Items include in this scale are;

Chances are, I will soon lose my job, I am sure I can keep my job, I feel insecure

about the future of my job, I think I might lose my job in the near future.

3.3.4 Resilience

Six items scale is used in this study which is established by (Luthans, Avolio, Avey

& Norman, 2007) to measure employee resilience. All items are responded through
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5-point Likert scale which ranges from 1= Strongly disagree to 5= Strongly agree.

Some items include in this scale are; I restore my normal mood quickly after

unpleasant events, I enjoy dealing with new and unusual events.

Table 3.1: Instruments

Variables Source Items

Abusive Supervision (IV) Tepper,2000 15

Employee wellbeing (DV) Hess, Kelloway, Francis, Catano,

&Fleming,2005

6

Perceived Job Insecurity

(MED)

Vander, De Witte, & De

Cuyper,2014

4

Resilience (MOD) Luthans, Avolio, Avey & Nor-

man, 2007

6

3.4 Sample Characteristics

Demographics which we include in this study are employees age and their job

experience, gender of employees and qualification of employees also considered.

3.4.1 Gender

To maintain the purpose of gender equality we considered the component of gender.

Gender is considered as important element of demographics; it differentiates the

ratio of male employees and female employees in a given sample size of population.

In this current study, we tried to maintain the honor of gender equality

Table 3.2: Frequency by Gender

Gender Frequency Percent Valid
percent

Cumulative
percent

Male 191 75.5 75.5 75.5
Female 62 24.5 24.5 100
Total 253 100 100
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Above table 3.2 shows about the ratio of respondents of study. According to above

table the male respondents having the ratio of 75.5% which is more than the ratio

of female responses. And the ratio of female responses is 24.5%.

3.4.2 Age

Age is an element which people don’t want to disclose and feel uncomfortable if

someone ask about their age. Age is also a one component of demographics which

we included. For the comfort of respondents, we use specific range/scale for the

collection of data about the age of participants.

Table 3.3: Frequency by Age

Age Frequency Percent Valid
Percent

Cumulative
Percent

18-25 38 15 15 15
26-33 128 50.6 50.6 65.6
34-41 61 24.1 24.1 89.7
42-49 23 9.1 9.1 98.8
50 &
above

3 1.2 1.2 100

Total 253 100 100

Frequency of age of respondents is shown in above table. As per above table the

majority of age of respondents was 26-33 which is 50.6%. Age group of 18-25 was

15% of total respondents. 24.1% of respondents lie between age range of 34-41.

Respondents whose age lie between 42-49 were 9.1% and 1.2% of respondents age

was 50 0r more than 50.

3.4.3 Qualification

Education is very essential and plays a crucial part in the development of any

nation and can brings prosperity for the whole nation. With the help of education,

we can compete at global level. So, after gender of employees, age of employees, we

considered qualification of employees as major element of demographics. Through
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education we can invent new things through creative minds and can compete

globally and also can find out new ways of success.

Table 3.4: Frequency by Qualification

Qualification Frequency Percent Valid
Percent

Cumulative
Percent

Bachelor 104 41.1 41.1 41.1
Master 125 49.4 49.4 90.5
MS/M.Phil. 24 9.5 9.5 100
Total 253 100 100

Above table presents frequency by qualification of respondents. As shown in above

table majority of respondents having qualification of masters with the percentage

of 49.4%. people who have done their bachelors are 41.1%. MS/ M. Phil qualified

respondents were 9.5%.

3.4.4 Experience

For the data collection about the experience of respondents we also use different

ranges of experience time. So, through different ranges respondents can easily

response about their work experience regarding their field of work.

Table 3.5: Frequency of Experience

Experience Frequency Percent Valid
Percent

Cumulative
Percent

0-5 99 39.1 39.1 39.1
6-10 89 35.2 35.2 74.3
11-16 42 16.6 16.6 90.9
17-22 16 6.3 6.3 97.2
23 & above 7 2.8 2.8 100
Total 253 100 100

Above table shows the frequency of experience of respondents about their job.

As per above table majority of respondents were having experience range of 0-5

which is 39.1%. 35.2% of respondents lie between the range of 6-10 and 16.6% of

respondents lie in the range of 11-16 years of work experience. 6.3% of respondents
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lie in the range of 17-22 years work experience. Only 2.8% of respondents having

experience of 23years and above.

3.5 Statistical Tools

At initial stage we test reliability of scale which we used and validity of scales

through CFA (confirmatory factor analysis) through using AMOS software. The

understudied model was checked through fit statistics. These statistics involve

multiple indices, such as chi square, Root Mean Square Error of Approximation

(RMSEA), Comparative Fit Indices (CFI), Goodness of Fit Index (GFI) and Ad-

justed Goodness of Fit Index (AGFI). Comparative Fit Index assumes that there

is no correlation between all latent variables and compares sample covariance ma-

trix with null model. 0 and 1 is the acceptable range and value should be closer to

1 for the good fit of model. Value should be above than 0.90 which exhibits good

fit of model and value which is below shows poor fit of model.

Table 3.6: Confirmatory Factor Analysis

Chi

Square

Df CMIN/Df GFI TLI CFI RMSEA

Initial

Model

2.456 428 2.456 0.88 0.86 0.871 0.076

Modified

Model

1.871 419 1.871 0.934 0.916 0.924 0.059

Above table shows the figures of confirmatory factor analysis. As per above table,

the values of analysis show the model is good fit and the values are significant.

Above table shows that the value of GFI is .924 which is significant because it is

greater than .9, and the value of TLI is .916 which is also greater than .9 and value

of CFI is .924, that is also significant and acceptable. And the value of RMSEA is

.059 which is significant as it is less than 0.6. Below figure elaborate more about

CFA.
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Figure 3.1: Reliability Analysis of Scale Used

3.5.1 Reliability Analysis of Scale Used

Reliability is stated to a procedure of giving similar constant outcomes over the

different period of time when we test specific item or scale over and over again.

Scale reliability represents the capability of scale for giving constant results when

we test it for many times. I checked reliability of scales of variables which used in

current study by Cronbach alpha. The acceptable range of Cronbach alpha is lie

between 0 and 1 (Cronbach, 1951). Reliability of scale is considered higher when

the value of Cronbach alpha is also higher. When the value of Cronbach alpha

comes out o.7 than the scale is considered reliable and when the value of Cronbach

alpha is less than 0.7, the scale is considered as less reliable.
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Table 3.7: Scale Reliabilities

Variables Cronbach’s Alpha Items

Abusive Supervision 0.858 15

Employee Wellbeing 0.945 6

Perceived Job Insecurity 0.85 4

Resilience 0.701 6

In above table reliability of scale is measured and shown the results of scales which

we used in current studies. As above table shows that abusive supervision has .858

value of Cronbach alpha and the items of employee wellbeing having .945 value of

Cronbach alpha. The scale of perceived job insecurity has .850 Cronbach alpha

value and resilience has .701 Cronbach alpha value. The value of Cronbach alpha

of all variables scale is more than 0.7 that means all scales are reliable according

to the context of Pakistan.

3.5.2 Data Analysis Techniques

Several data analysis techniques have been used in department of social sciences

for the purpose of statistical outcomes. These techniques and statistical tools

which we used for data analysis have some benefits as well as disadvantages. We

choose data analysis test and techniques according to our research type, nature

of data, research model and research purpose, and choose the method with is

highly linked with our study. Researchers use correlation analysis to know about

the association among variables which we used in study and check the effect of

independent variable on dependent variable. We also utilize regression analysis

to investigate the links among multiple variables. After the procedure of data

collection, 253 responses were useable. The data was than tested on the software

SPSS version 20, and also software AMOS version 20 was used for data analysis.

Many steps are involved in the process of data analysis, those steps are following:

1. At very first stage, only those responses were chosen for the purpose of

analysis which filled properly by the respondents.
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2. Questionnaire of each variable of study were coded and then used for the

analysis of data.

3. To describe characteristics of sample frequency table were utilized in current

study.

4. Through numerical values descriptive statistics was shown.

5. By using Cronbach alpha scale reliability of understudied variables was

checked.

6. For the purpose of justification of model confirmatory factor analysis was

conducted by using AMOS software.

7. To investigate about the significance of the relationship among understudied

variables correlation analysis was conducted.

8. To determine the proposed association among independent and dependent

variables single linear regression analysis was used.

9. To check the role of mediation and moderation among variables of study

method of Preacher and Hayes was utilized.

10. The status about the proposed hypothesis acceptance and rejection was

checked by using correlation analysis and Preacher and Hayes method.



Chapter 4

Results

4.1 Data Analysis

In this chapter of results, we include descriptive statistics, mean value, standard de-

viation, correlation analysis, regression analysis, mediation and moderation anal-

ysis, description of each hypothesis with results, summary of all hypothesis with

detail of acceptance and rejection of each hypothesis and also include discussion.

4.2 Descriptive Statistics

Descriptive statistics is about a numerical description of data of all the variables in

a meaningful way such as abusive supervision, perceived job insecurity, employee

wellbeing and resilience and explain about their standard values. In this section

we include minimum values of each variable, maximum value of each variables,

standard deviation of each variable, mean value of each variable and total num

of responses. Standard deviation of variables demonstrates about the variation of

responses from their mean values while the mean value of each variable tells us

about the average of responses.

Whole variables of this study were measured on 5-point Likert scale that ranges

from 1-5, where 1 shows strongly disagree and 5 represents strongly agree. De-

scriptive statistics highlight the significant statistical points and present the overall

47



Results 48

summary of data. In below mentioned table we present some figures that repre-

sents the whole data. Descriptive statistics of the understudied variables is shown

in Table 4.1.

Table 4.1: Descriptive Analysis

Variables Sample

Size

Min Max Mean Standard

Deviation

Abusive Supervision 253 1 4.07 2.2996 0.67994

Perceived Job Insecurity 253 2.25 4.5 3.2935 0.48293

Employee Wellbeing 253 1 5 3.5303 0.75649

Resilience 253 2.33 5 3.7082 0.47598

In above table of descriptive statistics total of 6 columns are shown where 1st

column tells about the names of the variable, and 2nd column shows the size of

total sample of study, 3rd column is about the minimum value calculated in the

response of the particular variable, fourth column contain max value received dur-

ing the response of that particular variable, 5th and 6th column is about the mean

of the data and calculation of standard deviation of the collected data respectively.

The minimum value of Abusive supervision is 1 and maximum value is 4 and study

as independent variable. Perceived job insecurity has the maximum value of 4 and

minimum value of 2, perceived job insecurity is included as mediator in current

re. Employee wellbeing has the minimum value of 1 and maximum value of 5 were

the dependent variable, Resilience have the minimum value of 2 and maximum of

5 which is moderator in present framework of study.

Abusive Supervision has a mean value of 2.2996 with standard deviation of 0.679.

The depended variable Employee wellbeing shows the mean value of 3.530 and

standard deviation of 0.756. Perceived job insecurity has a mean value of 3.293

and standard deviation of 0.482. Resilience has a mean value of 3.708 and stan-

dard deviation of 0.475.

This analysis was measured on the total response which we collected in data col-

lection process and chooses for this analysis. 253 total responses were selected for

the aim of analysis.
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4.3 Correlation Analysis

Correlation analysis represent the connection between variables and tells about

the strength and direction of the relationship. In this analysis more than two

or two variables are interlinked. The key purpose of correlation analysis is to

found the degree to which variable fluctuate together. When we talk about pos-

itive correlation it specifies the extent in which variables decrease or increase in

parallel shape. And in case of negative correlation variables does not move in par-

allel form, here if one variable increase than other will decrease. We usually use

Pearson correction analysis for calculation of correlation coefficient and analyze

the interdependence among variables. Limited range of correlation coefficient lie

within -1.00 and +1.00. -1.00 shows perfect negative correlation among variable

and +1.00 shows perfect positive correlation among variables. If value of correla-

tion ranges from -1.0 to -0.5 than it is considered high/strong correlation. And if

value of correlation ranges from -0.5 to -0.3 or 0.3 to 0.5 than it is considered as

moderate correlation and if the value of correlation ranges from-0.3 to -0.1 or 0.1

to 0.3 than it is considered as low or weak correlation and if the correlation among

variables is zero than it means there is no correlation present among variables.

Table 4.2: Correlation

Sr. No Variables 1 2 3 4

1 Abusive Supervision 1
2 Perceived Job Insecurity .141* 1
3 Employee Wellbeing -.324** -.124* 1
4 Resilience -0.105 -.027 .236** 1

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

(2-tailed).

Above Table 4.2, displays about the correlation between variables. As shown by

figures of above table, there is a positive and significant relation in between abusive

supervision and perceived job insecurity, were r = .141* at p<0.05. The above

correlation table also display that abusive supervision and employee wellbeing has

a negative significant relation, were r = -.324* at p<0.01. There is a negative but
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insignificant relation exist between abusive supervision and resilience, were r = -

0.105 at p>0.05. Perceived job insecurity has a negative and insignificant relation

with resilience, were r = -.027 at p > 0.05. Table 4.2 show that employee wellbeing

and resilience has a positive significant relation, were r= .236** at p<0.01. Scope

creep and Employee wellbeing and perceived job insecurity is negatively correlated

with each significantly were r = -.124* at p < 0.05.

4.4 Regression Analysis

The model of mediation tries to interpret process and elaborate the observed

connection among dependent and independent variable through the involvement

of mediating variable. For the analysis of mediation software named SPSS was used

and Preacher and Hayes method was utilized in present study. The present study

has used perceived job insecurity mediator as the medium between independent

variable abusive supervision (IV) and dependent variable employee wellbeing (DV).

Table 4.3: The Mediating Effect of Perceived Job Insecurity

β SE T P

Abusive supervision ⇒

Employee wellbeing

-0.3211 0.0657 -4.8905 0.0000

Abusive Supervision⇒

Perceived Job Insecu-

rity

0.1167 0.0579 2.0167 0.0448

Perceived Job Inseurity

⇒ Employee wellbeing

-0.1518 0.0719 -2.1105 0.0358

LL 95% CI UL 95% CI

Bootstrap results for

indirect effect

-0.0558 -0.0005

From Table 4.3, it is concluded that abusive supervision has a direct positive and

significant relationship with the employee wellbeing, hence the un-standardized
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regression co-efficient indicates that (B= -.3211, t=-4.8905, p=.00), the results in

the above table provides strong justification for the acceptance of hypothesis. So,

the hypothesis H1 i-e “There is a negative association between abusive supervision

and employee well-being” is accepted. Results also shows that there is a positive

and significant relationship between abusive supervision and perceived job insecu-

rity as indicated by un-standardized regression co-efficient (B= .0579, t= 2.0167,

P= .0448), hence the hypothesis H2 i-e “Abusive supervision is positively related

to job insecurity” is accepted.

It is predicted from the table given above that perceived job insecurity and em-

ployee wellbeing also have a significant relationship between each other. Evidence

is provided through the un-standardized regression co-efficient as (B= -.1518, t=

-2.1105, P= .0358) and from these values it is concluded that H3 i-e “There is

a negative association between perceived job insecurity and employee well-being”

is totally accepted. Results indicates that perceived job insecurity mediates the

relationship between abusive supervision and employee wellbeing, as the indirect

effect of abusive supervision on employee wellbeing through perceived job insecu-

rity knowledge has the upper limit of -.0558 and lower limit of -.0005 and doesn’t

contain zero in the bootstrapped 95% confidence interval, thus it is concluded

that the hypothesis H4 i-e “Perceived job insecurity plays a mediating role be-

tween abusive supervision and employee well-being” is accepted.

4.5 Moderation Analysis

Moderating variable is that variable which specifies the situation in which a given

predicting variable is linked with an outcome. Role of moderation indicate about

where the relationship between two variables is strengthening or weakening because

of interaction term.

Table 4.4: Moderation Analysis

Coefficient S.E T P LL 95%
CI

UL95%
CI

Int term 0.0021 0.155 0.0136 0.9892 -0.3032 0.3074
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It has been concluded from the Table 4.4, that resilience doesn’t act as a mod-

erator between perceived job insecurity and employee wellbeing, as indicated by

the un-standardized regression analysis (B= .0021, t= .0136, P= .9892), hence

the hypothesis H5 i-e “Employee resilience moderates the relationship between

job insecurity and employee wellbeing in such a way that job insecurity will have

a stronger positive relationship with employee wellbeing for the employees who

are high on resilience than the employees who are low on resilience” is rejected

because P= .9892 is showing an insignificant value and zero is present in the boot-

strapped 95% of the confident interval as its upper is .3074 and lower limit is -.3032

which contains opposite signs which indicates the presence of zero that leads to

the rejection of the H5 hypothesis.

Table 4.5: Hypotheses Summarized Results

Hypotheses Statement Result

H1 There is negative association between abu-
sive supervision and employee wellbeing.

Accepted

H2 Abusive supervision is positively associated
with perceived job insecurity.

Accepted

H3 There is negative association between per-
ceived job insecurity and employee wellbe-
ing.

Accepted

H4 Perceived job insecurity plays a mediating
role between abusive supervision and em-
ployee wellbeing.

Accepted

H5 Employee resilience. moderates the relation-
ship between perceived job insecurity and
employee wellbeing in such a way that per-
ceived job insecurity will have a stronger
positive relationship with employee wellbe-
ing with the employees who are high on re-
silience than the employees who are low on
resilience.

Rejected



Chapter 5

Discussion and Conclusion

5.1 Introduction

In this section of last chapter, we discuss about the relationship among variables

in detail and also include about the acceptance and rejection of our hypothesis.

We will also discuss about the theoretical implications and practical suggestions

of study and boundaries and also suggest future guidelines of the study

5.2 Discussion

The key aim of directing this investigation is to survey the appropriate responses

of numerous inquiries which were unanswered in regards to the relationship of

abusive supervision and wellbeing of subordinates explicitly in the contextual set-

tings of Pakistan. Along with other variables i-e perceived job insecurity which

is measured as mediator and resilience which is measured as a moderating role

among perceived job insecurity and employee wellbeing.

In this study data is collected from banking sector of Pakistan for above under-

studied proposed hypothesis. The first proposed hypothesis H1, which shows that

abusive supervision is negatively associated with employee wellbeing supports to

be accepted. As employees of any organization plays integral part in the success

of a business, because of abusive supervision employees feel loss of psychological
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resources and job insecurity increases and ultimately wellbeing of employees badly

damaged, so the second and third hypotheses H2 and H3 are also accepted that

depicts a significant relation of perceived job insecurity with abusive supervision

and employee wellbeing.

Moreover, mediating role of perceived job insecurity acts efficiently between the

association of abusive supervision and employee wellbeing, so the fourth hypothe-

sis H4 is also accepted. After conducted analysis it was concluded that resilience

is not acting as a moderator, so H5 was rejected. That means the moderator (re-

silience) do not affect the association among perceived job insecurity and employee

wellbeing.

The brief discussion on each hypothesis is as following:

5.2.1 Hypothesis 1: There is Negative Association among

Abusive Supervision and Employee Wellbeing

Here this hypothesis got accepted. The outcomes of the present study display

significant association that (B= -.3211, t=-4.8905, p=.00). Abusive supervision

having the value of t= -4.8905, which displays level of the relationship. As the

results shows t value is negative which shows the negative relationship. So, in this

hypothesis the value of t= -4.8905 shows statistically negative relationship among

abusive supervision and employee wellbeing.

And the value of B co-efficient is -.3211 that depicts if there is a one-unit change

in abusive supervision then there is a probability that employee wellbeing would

be decreased by 32%.

Hence, the above-mentioned results are based on the basis of the past literature.

Abusive supervision was associated with bad employee well-being, (Lin, Wang &

Chen, 2013) provides evidence for the negative relationship of abusive supervision

and employee wellbeing.

Leadership perform a significant part in the success of any organization. Hos-

tility from leaders is highly linked with employee wellbeing rather than violence

from some other foundations at work. Resources at workplace those are related to

health are very important for employees to remain healthy and to survive with work
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requirements (Bregenzer, Felfe, Bergner & Jiménez,2019). Leadership can be con-

sidered like a significant component about the wellbeing and health of employees,

mainly regarding damaging supervisor attitudes, for example, abusive leadership.

As abusive supervision is considered as a workplace stressor and causes the indi-

vidual resources to reduce and increase wellbeing related problems. When we talk

about subordinate’s health issues, leader attitudes considered as a significant role

for the provision of physical and psychological healthy environment (Montano et

al., 2016). Constant experience to leadership which is abusive exhausts ill-treated

employees, and psychological overtiredness is activated because subordinates feel

that they even do not have the suitable assets to deal with the stressor standing

up to them. According to COR theory (Hobfoll, 1988), present proof shows that

workers confronting abusive leadership see such attitude as destructive and expe-

rience negative feelings, (for example irritation or distress). subordinates spend

significant emotional energy to deal with that interpersonal stressor. This psy-

chological guideline exertion finishes their emotional assets, and the wellbeing of

employees badly affected.

5.2.2 Hypothesis 2: Abusive Supervision is Positively

Associated with Perceived Job Insecurity

This proposed hypothesis becomes accepted. The outcomes of present research

display a significant relationship as (B= .1167, t= 2.0167, P=.0448).

Abusive supervision has the t value of 2.0167, which shows positive relationship.

As the t value which has a positive sign shows the positive relation. Hence in

this hypothesis the t value of 2.0167 shows statistically positive relation of abusive

supervision and perceived job insecurity.

And the value of B co-efficient is .1167 which shows that if there is a one-unit

change in abusive supervision then there is a chance that perceived job insecurity

would be increased by 11%.

Hence, the above-mentioned results are based on the basis of the past literature. As

abusive supervision is positively associated with perceived job insecurity, (Wang,

D., Li, X., Zhou, M., Maguire, P., Zong, Z. & Hu, Y, 2018) provides evidence for
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the positive association of abusive supervision and perceived job insecurity.

In the work environment, the leader is a significant asset for representatives, some-

body to whom they give a lot of consideration. The connection that the subordi-

nate has with his supervisor gives an organization to the enthusiastic bond between

a representative and their association. If some damage to this connection impose

by negative leadership is probably going to have adverse impact. Otto, Thomson

and Rigotti (2018) discover in their studies that subordinates reduces their mental

assets because of abusive supervision and increase job insecurity. Insecurity about

job has going to be a genuine worry amongst subordinates and investigations dis-

tinguished job insecurity such as more significant strains in current occupational

life. Workers’ assets will stay constantly drained because of abusive supervisor

and subordinates practice adverse emotional state. At the point where adverse

feelings gather to specific state, it prompts passionate fatigue, coming about in

exhaustion, inspirational loss, and expectational loss at work environment, driving

at the end towards Job insecurity. As per COR theory, an expansion of abusive

leadership in work environment makes the energy of subordinates’ mental assets

to decrease. Because of restricted nature of individual assets, subordinates at the

point lose the capacity to adapt to danger and complications in work atmosphere.

This thus expand the subordinates feeling of job insecurity.

5.2.3 Hypothesis 3: There is Negative Association among

Perceived Job Insecurity and Employee Wellbeing

This proposed assumption got accepted. The outcomes of present study display a

significant relationship (B=.-.1518, t= -2.1105, P= .0358).

As t value is -2.1105, which shows negative relationship because t value has a

negative sign. And the value of B co-efficient is -.1518 that depicts if there is a

one-unit change in perceived job insecurity then there is a probability that em-

ployee wellbeing would be decreased by 15%.

Hence, the above-mentioned results are based on the basis of the past literature.

As perceived job insecurity is negatively related with employee wellbeing (Silla,

De Cuyper, J. Gracia, M. Peiro, & De Witte, 2009; A. Burgard, Kalousova, & S.
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Seefeldt, 2012; Blom, Richter, Hallsten, & Svedberg, 2018; Giunchi, Vonthron &

Ghislieri, 2019) provides evidence for the positive association of abusive supervi-

sion and perceived job insecurity.

In some conditions when individuals have to face a state of endless Stressors and

threat of damage of appreciated assets then the wellbeing of subordinates will

be badly damaged. Because of these threats’ subordinates utilize some resources

such as in regulative tactics for the removal of stressors. Job insecurity has nega-

tively affected workers’ well-being because of the related sentiments of randomness

and helplessness. Job insecurity is most widely recognized strains in modern em-

ployed life. Work insecurity can possibly higher mental trouble in this manner

disintegrating a person’s supply of emotional well-being and bringing down their

prosperity. When linked with secure laborers, insecure transitory employees suffer

from poorer work-related wellbeing, more prominent powerlessness and experience

of stress. Additionally, according to longitudinal investigations propose that job

insecurity is more likely to cause poor well-being than the other way around. As

per COR theory because of Job insecurity subordinates utilize their psychological

resources to deal with insecurity and uncertainty regarding job and thus employees

do not have enough resources and that’s why their wellbeing is negatively affected.

5.2.4 Hypothesis 4: Perceived Job Insecurity plays

Part as Mediation between Abusive Supervision and

Employee Wellbeing

This proposed hypothesis becomes accepted. The outcomes of current study shows

significant relationship of perceived job insecurity as a mediating role among abu-

sive supervision and employee wellbeing as the upper and lower limit (-.0558, -.005)

showed through the unstandardized regression co-efficient are both with negative

signs and there exist no zero in the bootstrapped 95% interval around the indi-

rect consequence of the connection of abusive supervision and employee wellbeing

through perceived job insecurity.

Abusive supervision has adverse influence on employees. As abusive supervision is
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considered as a workplace stressor, because of this psychological stress employees

lost their resources and perceived job insecurity and utilize their psychological re-

sources to deal with insecurity and uncertainty regarding job and thus employees

do not have enough resources and their wellbeing suffer. according to COR theory

(Hobfoll, 1988), present proof shows that workers confronting abusive leadership

see such attitude as destructive and experience negative feelings, (for example ir-

ritation or distress). subordinates spend significant emotional energy to deal with

that interpersonal stressor. This psychological guideline exertion finishes their

emotional assets, and sentiments of enthusiastic depletion develop (Han, Harms,

& Bai, 2017). As job insecurity is linked with resource depletion which leads to-

wards poor wellbeing of subordinates as a result of job strain (De Witte et al.,

2016).

5.2.5 Hypothesis 5: Employee Resilience Moderating the

Connection between Perceived Job Insecurity and

Employee Wellbeing Such a Way that Perceived Job

Insecurity will have Stronger Positive Association

with Employee Wellbeing with Employees Who are

High on Resilience than the Employees Who are Low

on Resilience

This proposed hypothesis got rejected. As the results of the present study shows

insignificant relationship (B= .0021, t= .0136, P= .9892).

As we know if the t value is much less than 2 shows the outcomes are statisti-

cally insignificant. So, in this hypothesis the t value of .0136 indicates statistically

insignificant relation of resilience as a moderator among perceived job insecurity

and employee wellbeing. And the B co-efficient comes out to be .0021 which shows

that if there is a one-unit change in resilience then it will bring a positive impact

of 1% in the association among perceived job insecurity and employee wellbeing

by weakening the relationship.
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Frontline subordinates commonly face numerous interpersonal stressors, for ex-

ample, client abuse and abusive leadership (Han, Bonn, & Cho,2016). Employee

resilience is linked with the ability to keep up stable performance despite a pro-

foundly distressing encounter. It is anticipated as an asset that can diminish the

negative impact of interpersonal stressors and can assist to reduce the adverse

effect of emotional overtiredness on subordinates’ ability to fulfill clients and ad-

ministration execution.

In a work environment, resilient subordinates recoup better in difficult situations

and can rapidly adopt organizational changings which are required to gain com-

petitive advantage and compulsory for organizational achievements. In today’s

continuously moving and random business requirements employees need to show

resilience. Researchers (Niitsu et al., 2017) have faith in that resilience denotes

to the ability of recouping from negative feelings and modifying oneself to the

always evolving situations. Past examination has demonstrated that resilient peo-

ple would keep up their physical and mental well-being through buffering adverse

outcomes from hard times. noticed that resilient people have a tendency to proac-

tively get ready for adversities and limit the effects of unpleasant occasions on

themselves through utilizing their mental assets effectively. Self-control has been

recognized as an element of resilience at the individual level. We assume that

workers with a significant level of resilience are more expected to bear the ad-

verse influence of organizational interpersonal stressors. The resilience of frontline

workers should empower employees to keep peaceful in stressful circumstances and

assist them with securing their psychological assets (Parker, Jimmieson, Walsh, &

Loakes, 2015).

As according to literature resilience acts as a coping asset that diminish the emo-

tional exhaustion which is the reason of abusive supervision and perceived job

insecurity which leads towards resource depletion and ultimately wellbeing of em-

ployees effected as a result of job strain. The hypothesis of moderation in current

study is not supported. External environment affects resilience because of contex-

tual settings of Pakistan and could be the reason of rejection of current hypothesis.
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External environment plays a huge role. Either abusive supervision prevails in or-

ganization and people feel insecure about their jobs they cannot left their jobs.

As resilience is a psychological power and subordinates vary in the quality and

amount of their own assets; hence, their capacity to deal with work related stres-

sors also differ. We contend that resilience acts as a coping asset that diminish

the emotional exhaustion created through the bad sentiments brought by abusive

supervision. This is because workers with high resilience are capable of utilizing

their emotional and rational assets more adequately than subordinates with low

resilience.

5.3 Conclusion

In this present study I have established an area of abusive supervision impact on

employee wellbeing, which is the most popular and important domain in the recent

era in order to compete successfully around the globe. The key aim of this study

is to find out the effect of abusive supervision on wellbeing of employees. Also,

this study has demonstrated the impact of perceived job insecurity as a mediator

between the association of abusive supervision and employee wellbeing. Along

with that, this study has examined a unique role of resilience as a moderation

between the connection of perceived job insecurity and wellbeing of employees.

Data for the analysis of this study were collected through questionnaires, which

were distributed to the banking sector of twin cities of Pakistan. This research

study and the proposed assumptions are supported by conservation of resource

theory. In total 350 questionnaires were distributed but only 253 were used for

the analysis purpose because those 253 questionnaires were having the most ap-

propriate and full information required for the analysis of the study.

The main contribution of this study is that this study has contributed a lot in the

existing literature because there has been a limited work on study of the impact of

abusive supervision on employee wellbeing along with perceived job insecurity as

mediator and resilience as moderator. In this study, there are 5 hypotheses which

are being analyzed and tested according to the context of Pakistan. Moreover,
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H1, H2, H3 and H4 are being accepted according to the Pakistani context and H5

is being rejected according to the context of Pakistan along with the support of

past literature.

5.4 Practical and Theoretical Implication

we discovered the mediating role of perceived job insecurity among abusive style of

leadership and wellbeing of employees. Our results also give proof of longer-term

results of abusive supervision as far as worker wellbeing related results. Utilizing

conservation of resource theory to explain the procedures through which abusive

supervision influences employee wellbeing results, our discoveries give proof that

abusive supervision drives subordinates to adversely hastening a chain response

prompting disintegrating workers wellbeing. As conservation of resource theory

recommends that abusive style of leadership weakens crucial mental assets (Harris

et al., 2013), denying an individual essential fulfillment at work bringing about

critical wellbeing costs.

The theory assists to well fluent the procedures by which workplace stressors,

for example, abusive supervision and different factors influence long term and

proximal results. Other probable structures of individuals job experiments which

may be extra proximately influenced through assets exhaustion by abusive style

of leadership (for example, job performance and citizenship behaviors) could be

investigated in coming study.

we analyzed moderating impact of resilience among perceived job insecurity and

connected it with wellbeing related results. Though abusive style of leadership

has been documented as being an undesirable stressor related to work and per-

ceived likewise amongst workers (Aquino & Thau, 2009). Given abusive style of

leadership’s adverse effect on outcomes those are related to wellbeing requires spe-

cial consideration should be specified to team and leader attributes throughout

the recruitment procedure. Considering the high wellbeing related expenses in

associations (Miree, 2007), managers and human resource staff should be made

mindful of the occurrence and adverse influence of abusive supervision on workers’
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wellbeing those are abused in organizations. Range of harassment policies should

be implemented at workplace and also can gave sensitivity training to assist em-

ployees who are presently confronting abusive supervision.

To make managers aware of abusive style of leadership organizations can utilize

programs of leadership development and change their leadership style if it is nec-

essary. To be sure, research displays that training programs can be utilized to

decrease abusive style of leadership (Gonzales-Morales, Kernan, Becker, & Eisen-

berger, 2018). Though, especially thought-provoking for establishments to manage

could be the insight amongst managers that abusive style of leadership prompts

better occupation execution and main concern outputs (Tepper et al., 2006). In

this way, leaders who are abusive should be allowed to defend their activities as

being advantageous to the organization as well as beneficial for team. Because abu-

sive style of leadership is affected through perceptual procedures (Tepper, 2000),

organizations additionally essential to be sensitive to how abusive leadership is

received by and responded to by workers. Productive roads for administrative

training would be to discover traditions to recognize and lessen abusive style of

leadership.

When leadership training for leaders conducted, establishments can prepare work-

ers with training on decisiveness and management of conflict. Establishments

could likewise strengthen moral fearlessness and give positive role models and cre-

ate a culture of positive organizational communications that lead to high physio-

logical resourcefulness, recovery amongst personnel and work engagement (Heaphy

& Dutton, 2008). At last, the discoveries can assist organizations to better com-

prehend the long-term wellbeing related results of abusive style of leadership and

serving organizations set into motion interventions that help to lessen abusive su-

pervision, and reestablish psychological and physical wellbeing by giving suitable

helpful social assets to workers.

In a worldwide abusive supervision is seen as week management system, subordi-

nates can create and hold a specific sort of social worth, which is power distance

as a cognitive methodology to clarify the circumstances they face, in order to di-

minish the adverse impact of abusive style of leadership and to keep up mental
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health.

we should try to lessen the event of abusive style of leadership at workplace and

make every possible effort to eliminate its negative impact on subordinates as we

know abusive leadership causes workers poor psychological wellbeing and also cre-

ate dissatisfaction about job. For the learning purpose of leaders about how to

communicate with employees and what is the proper procedure to handle with

workers, management skills training should be provided to supervisors. Organiza-

tions should manage leadership development programs for supervisors and inspire

them through this step with aim of correcting as well as modifying any type of hos-

tile behavior and make sure that leaders involve in suitable management practices

and behaving nicely with their subordinates.

5.5 Limitations of Research

A few restrictions happened basically because of constrained assets and time con-

straints. Numerous problems were faced in the process of data collection because

of accessibility of the concerned participants and their effective participation data

collection. Convenience sampling is also the limitation of present study. As the

data collection from whole population is not possible so we take sample from

population which represents the whole population and use convenience sampling

technique and collect data randomly from whole population according to our con-

venience that limits the generalizability.

5.6 Future Research Directions

Every research has few restrictions which can give roads for future research. Most

of the studies about abusive supervision (Mackey et al., 2017; Martinko et al.,

2013), whole data was gathered by self-reports, that possibly expanding common-

method bias. In adding to abusive style of leadership, past studies recommend

that subordinate wellbeing related problems (Faragher et al., 2005) can be influ-

enced through some other factors. Subsequently, future research can advantage
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by considering additional backgrounds that describe these constructs, for example,

individualism collectivism orientation e.g, supporters of conservation of resource

theory have considered individualism-collectivism (Hobfoll et al., 2002) as impor-

tant individual assets that assist individuals to maintain a strategic distance from

mental strain and also reduce these mental strains. In future study personality

factors for example self-esteem and the part of other individual base cultural values

or work context aspects for example support of coworker could be study in future

research in the association between abusive supervision and employee wellbeing.
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Montano, D., Reeske, A., Franke, F., & Hüffmeier, J. (2017). Leadership, followers’

mental health and job performance in organizations: A comprehensive meta-

analysis from an occupational health perspective. Journal of Organizational

Behavior, 38(3), 327-350.
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Söderlund, M. (2017). Employee display of burnout in the service encounter and its

impact on customer satisfaction. Journal of Retailing and Consumer Services,

37, 168-176.

Stansfeld, S. A., Fuhrer, R., Shipley, M. J., & Marmot, M. G. (2002). Psychological

distress as a risk factor for coronary heart disease in the Whitehall II Study.

International Journal of Epidemiology, 31(1), 248-255.

Stiglbauer, B., Selenko, E., Batinic, B., & Jodlbauer, S. (2012). On the link

between job insecurity and turnover intentions: Moderated mediation by

work involvement and well-being. Journal of Occupational Health Psychol-

ogy, 17(3), 354.

Stravynski, A., & Boyer, R. (2001). Loneliness in relation to suicide ideation and

parasuicide: A population-wide study. Suicide and Life-Threatening Behav-

ior, 31(1), 32-40.

Sulea, C., Fine, S., Fischmann, G., Sava, F. A., & Dumitru, C. (2013). Abu-

sive supervision and counterproductive work behaviors. Journal of Personnel

Psychology.

Sverke, M., & Hellgren, J. (2002). The nature of job insecurity: Understanding

employment uncertainty on the brink of a new millennium. Applied Psychol-

ogy, 51(1), 23-42.

Taris, T. W., & Kompier, M. A. (2014). Cause and effect: Optimizing the designs

of longitudinal studies in occupational health psychology.

Tepper, B. J. (2000). Consequences of abusive supervision. Academy of Manage-

ment Journal, 43(2), 178-190.

Tepper, B. J. (2007). Abusive supervision in work organizations: Review, synthe-

sis, and research agenda. Journal of Management, 33(3), 261-289.

Tepper, B. J., Duffy, M. K., & Shaw, J. D. (2001). Personality moderators of

the relationship between abusive supervision and subordinates’ resistance.

Journal of Applied Psychology, 86(5), 974.



Annexure 84

Tepper, B. J., Duffy, M. K., Henle, C. A., & Lambert, L. S. (2006). Procedural in-

justice, victim precipitation, and abusive supervision. Personnel Psychology,

59(1), 101-123.

Tepper, B. J., Simon, L., & Park, H. M. (2017). Abusive supervision. Annual

Review of Organizational Psychology and Organizational Behavior, 4, 123-

152. The International Journal of Human Resource Management, 1-27.

Theorell, T., Hammarström, A., Aronsson, G., Bendz, L. T., Grape, T., Hogstedt,

C. & Hall, C. (2015). A systematic review including meta-analysis of work

environment and depressive symptoms. BMC Public Health, 15(1), 738.

Tsutsumi, A. (2016). Work stress and health: the case of Japan. In Work Stress

and Health in a Globalized Economy (pp. 173-188). Springer, Cham.

Tuckey, M. R., Bakker, A. B., & Dollard, M. F. (2012). Empowering leaders

optimize working conditions for engagement: a multilevel study. Journal of

Occupational Health Psychology, 17(1), 15.

Uutela, A. (2010). Economic crisis and mental health. Current opinion in psychi-

atry, 23(2), 127-130.

Van De Voorde, K., Paauwe, J., & Van Veldhoven, M. (2012). Employee well-

being and the HRM–organizational performance relationship: a review of

quantitative studies. International Journal of Management Reviews, 14(4),

391-407.

Van Dierendonck, D., Haynes, C., Borrill, C., & Stride, C. (2004). Leadership

behavior and subordinate well-being. Journal of Occupational Health Psy-

chology, 9(2), 165.

van Woerkom, M., Bakker, A. B., & Nishii, L. H. (2016). Accumulative job

demands and support for strength use: Fine-tuning the job demands-resources

model using conservation of resources theory. Journal of Applied Psychology,

101(1), 141.

Van Woerkom, M., Oerlemans, W., & Bakker, A. B. (2016). Strengths use and

work engagement: A weekly diary study. European Journal of Work and

Organizational Psychology, 25(3), 384-397.



Annexure 85

Vander Elst, T., De Witte, H., & De Cuyper, N. (2014). The Job Insecurity Scale:

A psychometric evaluation across five European countries. European Journal

of Work and Organizational Psychology, 23(3), 364-380.

Wang, D., Li, X., Zhou, M., Maguire, P., Zong, Z., & Hu, Y. (2019). Effects

of abusive supervision on employees’ innovative behavior: The role of job

insecurity and locus of control. Scandinavian Journal of Psychology, 60(2),

152-159.

Warr, P. (2011). Work, happiness, and unhappiness. Psychology Press.

Witte, H. D. (1999). Job insecurity and psychological well-being: Review of the

literature and exploration of some unresolved issues. European Journal of

Work and Organizational Psychology, 8(2), 155-177.

Wright, T. A., & Huang, C. C. (2012). The many benefits of employee well-

being in organizational research. Journal of Organizational Behavior, 33(8),

1188-1192.

Wright, T. A., Cropanzano, R., & Bonett, D. G. (2007). The moderating role of

employee positive well being on the relation between job satisfaction and job

performance. Journal of Occupational Health Psychology, 12(2), 93.

Wu, T. Y., & Hu, C. (2013). Abusive supervision and subordinate emotional

labor: The moderating role of openness personality. Journal of Applied Social

Psychology, 43(5), 956-970.

Xu, A. J., Loi, R., & Lam, L. W. (2015). The bad boss takes it all: How abu-

sive supervision and leader–member exchange interact to influence employee

silence. The Leadership Quarterly, 26(5), 763-774.

Yao, Y. H., Li, Y. F., & Xia, D. (2014). The Study on the Impact of Abusive

Supervision of Leaders on Employees’ Innovation Behavior. Chinese Journal

of Management, 11, 1177-1183.
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Appendix-A

Questionnaire

Dear Respondent

My name is Naila Naz, As a MS research student at Capital University of Sciences

And Technology, Islamabad, I am collecting data for my research paper titled as

“Impact of abusive supervision on employee well-being with mediating

role of perceived job insecurity and moderating role of resilience in the

contextual setting of Pakistan”. It will take your 10-15 minutes to answer the

questions and to providing the valuable information. I assure you that data will

be kept confidential and will only be used for academic purposes.

Sincerely,

Naila Naz,

MS (HRM) Research Scholar,

Section 1: Demographics

Gender 1- Male 2- Female

Age 1 (18-25), 2(26-33), 3 (34-41), 4 (42-49), 5 (50-above)

Qualification 1 (Matric), 2 (Intermediate), 3 (Bachelor), 4 (Master),

5 (MS/M.Phil.), 6 (PhD), 7(Post PhD)

Experience 1 (0–5), 2 (6–10), 3 (11-16), 4 (17-22), 5 (23-28), 6 (29

and above)
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Section 2: Abusive Supervision

Please respond as the heading ‘My supervisor has’ and answer on scale

1-5, 1= never, 2= very seldom, 3= occasionally, 4= moderately often,

5= very often

1 Ridicules me 1 2 3 4 5

2 Tells me my thoughts are stupid 1 2 3 4 5

3 Gives me silent treatment 1 2 3 4 5

4 Puts me down in front of others 1 2 3 4 5

5 Invades my privacy 1 2 3 4 5

6 Reminds me of my past mistakes and failures 1 2 3 4 5

7 Does not give me credit for jobs requiring a lot of effort 1 2 3 4 5

8 Blames me to save himself/herself embarrassment 1 2 3 4 5

9 Break promises he/she makes 1 2 3 4 5

10 Expresses anger at me when he/she mad for another

reason

1 2 3 4 5

11 Makes negative comments about me to others 1 2 3 4 5

12 Is rude to me 1 2 3 4 5

13 Does not allow me to interact with my coworkers 1 2 3 4 5

14 Tell me I’m incomplete 1 2 3 4 5

15 Lies to me 1 2 3 4 5

Section 3: Perceived Job Insecurity

The scale ranges from 1= Strongly Disagree, 2= Disagree, 3= Neither

Agree/nor Disagree, 4= Agree, 5= Strongly Agree.

1 Chances are, I will soon lose my job 1 2 3 4 5

2 I am sure I can keep my job 1 2 3 4 5

3 I feel insecure about the future of my job 1 2 3 4 5
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4 I think I might lose my job in the near future 1 2 3 4 5

Section 4: Employee Well-Being

The scale ranges from 1= Strongly Disagree, 2= Disagree, 3= Neither

Agree/nor Disagree, 4= Agree, 5= Strongly Agree.

1 In the past six months, I have felt motivated 1 2 3 4 5

2 In the past six months, I have felt energetic 1 2 3 4 5

3 In the past six months, I have felt enthusiastic 1 2 3 4 5

4 In the past six months, I have felt lively 1 2 3 4 5

5 In the past six months, I have felt joyful 1 2 3 4 5

6 In the past sis months, I have felt cheerful 1 2 3 4 5

Section 5: Resilience

The scale ranges from 1= Strongly Disagree, 2= Disagree, 3= Neither

Agree/nor Disagree, 4= Agree, 5= Strongly Agree.

1 I restore my normal mood quickly after unpleasant

events

1 2 3 4 5

2 I enjoy dealing with new and unusual events 1 2 3 4 5

3 I usually succeed to form positive impression about oth-

ers

1 2 3 4 5

4 I prefer following more than one route to achieve goals 1 2 3 4 5

5 I prefer work that is both new and challenging 1 2 3 4 5

6 I overcome feelings of anger that may possess me toward

a particular person.

1 2 3 4 5
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