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ABSTRACT 

The significance of Employee’s Creativity has been enhanced the competitive dominance of an 

organization nowadays in the combative economy. In the present modern era of the globalized 

economy, creativity is the critical driver for the growth of an organization. Creativity has 

established the most critical variable in the vast literature, which can be affected by abusive 

supervision. In the present study, the process through which abusive supervision affects the 

Employee’s Creativity was examined. Specifically, the main focus of this study is that abusive 

supervision is related to the creativity of the employees and moderation effects by the 

Identification of employees with their organization and leader. So, the main objective of this study 

is to explore the impact of abusive supervision on the Employee’s Creativity in the private telecom 

sector of Pakistan with the moderation role of Employee's Identification with their organization 

and leader. Quantitative research methodology, deductive approach, and cross-sectional time 

horizon were used to analyze the correlation between the variables. So, the survey technique was 

used to fetch data, and a five-point Likert scale was used. Employees of the telecom sector of 

Pakistan in 4 Districts of Punjab, Pakistan, such as Gujrat, Sialkot, Gujranwala, and M.B.Din, 

were targeted as the population for the present study. Total 400 employees were chosen as a 

sample by utilizing the proportionate stratified random sampling technique, and among them, 355 

No. of employees' data was fit for the analysis. Statistical tools such as SPSS and AMOS were 

used to examine the collected data to fetch the results. Outcomes of the present study depict that 

abusive supervision has a negative impact on the creativity of employees. Whereas organizational 
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Identification has a significant positive effect on employee creativity, Identification with Leader 

did not affect the relationship between abusive supervision and creativity of employees. 

Key Words: Abusive Supervision, Employee’s Creativity, Organizational Identification, Identification 

with Leader, Social Interaction Theory and Social Exchange Theory. 
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INTRODUCTION 

 

Abusive supervision has captured substantial scholars' attention since Tepper sowed the 

seed of abusive supervision. Tepper initiated a broad discussion on abusive supervision 

and received flushing researcher’s attention for more investigation on abusive supervision 

very intensively; besides that, it is still unlighted leadership’s axis. Tepper demonstrated 

it as “subordinates’ perceptions of the extent to which supervisors engage in the sustained 

display of hostile verbal and nonverbal behaviors, excluding physical 

contact”_ENREF_91(B. J. Tepper, 2000). Various studies depict that abusive supervisors 

notably affect employees' behavior (Mackey, Frieder, Brees, & Martinko, 2017; 

Martinko, Harvey, Brees, & Mackey, 2013; B. J. Tepper, 2007; Y. Zhang & Liao, 2015). 

Research on abusive supervision conducted before and after 2007, concluded that 

employees who consider they suffer from abusive behavior go through destructive 

psychological consequences. Most commonly studies about psychological outcomes 

noted stress and emotional exhaustion, which ultimately affects Employee's performance. 

Many empirical studies concluded that Abusive Supervision could emerge as the 

employees’ negative psychological mindsets and behaviors, like anxiety, resistance, 

aggression/deviance, psychological distress, and emotional exhaustion (Martinko et al., 

2013; B. J. Tepper, 2000). Former studies prospect how psychological techniques explain 

the negative correlation between employees' creativity and abusive supervisory (Han, 

Harms, & Bai, 2017; Lee, Yun, & Srivastava, 2013). A more significant part of previous 

research cannot describe the reciprocity dimensions. A social exchange specifies the type 

of revenge reactions of subordinates, for example, decrease in innovativeness as a 

reaction to abusive supervision (Gu, Song, & Wu, 2016; W. Liu, Zhang, Liao, Hao, & 

Mao, 2016; H. Zhang, Kwan, Zhang, & Wu, 2014). 

In the current competitive environment, organizations are confronting to evolve 

capabilities of innovation for sustainability and survival in the swiftly switching business 

climate (Agnihotri, Rapp, Andzulis, & Gabler, 2014). Organizations accept the 

importance of employees’ creativity and significance which is explained as "their 

propensity to generate new, useful and novel ideas regarding products, practices, services 

or procedures in the workplace and help secure competitive advantage" (Amabile, 1983; 

Reiter-Palmon, 2011). Over the last two decades, Employees' creativity and abusive 

supervision have received considerable researcher's attention. It is observed that the 

creativity of employees plays an essential role in the advantage of every organization, and 

no organization can persist without innovative employees (Shalley, Zhou, & Oldham, 

2004). On either side, there could be a few circumstances that can hamper the creativity 

of employees and the performance of employees due to the supervisor’s behavior (W. Liu 

et al., 2016). Abusive supervision correlated with an extensive level of organizational 
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resistance comprising an increase in workplace divergence and employee intensity 

(Mackey, Frieder, Perrewé, Gallagher, & Brymer, 2015; Martinko et al., 2013; B. J. 

Tepper, 2007; Y. Zhang & Bednall, 2016). Various researches have provided empirical 

support for a significant correlation between the retaliatory behavior of the subordinates 

and the abusive supervision of supervisors (Hackney & Perrewé, 2018; Hershcovis & 

Barling, 2010). Because of the above, this study focused on a specific force called 

abusive supervision that can decrease employees' creativity. 

Nowadays, creativity is considered a critical factor in the progress of organizations, and 

no organization can be stable without creative employees. However, a few settings 

obstruct the employees' creativity and productivity of an organization. One of the main 

factors that weaken the Employee’s Creativity is the abusive behavior with employees 

(Javaid, 2018). Abusive supervision affects employees negatively, so it is a big question 

for their economic development and endurance (Tahira, Saif, Haroon, & Ali, 2019). 

Studies on this negative leadership style of supervision have been observed to cause 

various adverse results, e.g., increased turnover, lower performance and creativity, and 

organizational deviance (Tahira et al., 2019). Abusive behavior disturbs the 

psychological and physical practices of the subordinate (Ahmad & Omar, 2013), causing 

an overall negative impact on the organizational performance. Presently a development-

driven economy, creativity is the key factor to grow the upper hand by which an 

organization can continue in the expediently oscillating environmental factors. Creativity 

is explained as "the creation of innovative and valuable thoughts inside items, services, 

and processing" (Javaid, 2018).  

Most researchers and practitioners who have worked on the antecedents of employees' 

creativity have explored that positive behavior of the supervisor is an essential antecedent 

of the Employee's Creativity (Tierney, 2008). However, a few studies have investigated 

the association between adverse behaviors and employees' creativity. As (Baumeister, 

Bratslavsky, Finkenauer, & Vohs, 2001) concluded, it is necessary to explore the impact 

of adverse contingent indicators on Employee’s behaviors. It is established that 

supervisors who have higher positions in the organizations and decision-making power 

are probably enacted as abusive supervisors (B. Tepper, Carr, Breaux, & Geider). It is 

observed that no consonant association was established between abusive behavior and 

Employee Creativity. Therefore, a proper re-investigation to inspect the association 

between the obscure axis of the leaders, such as abusive supervision and the creativity of 

employees, will ease academic enhancement and exploration of administrative 

implications. 

In last few years, multiple studies concentrated on the abusive behavior of supervisors 

and considered it an essential site of the adverse leadership style. Most empirical 

evidence has explored that abusive supervision can produce an adverse psychological 

state of mind and behaviors between the employees, e.g., emotional exhaustion, 

aggression/deviance, anxiety, psychological, turnover, distress, and resistance (Martinko 

et al., 2013; B. J. Tepper, 2000). Although, very few researches investigated a 

relationship between “abusiveness of supervision” and the “employee’s performance," 

for example, Creativity (Lee et al., 2013; D. Liu, Liao, & Loi, 2012; Wu, Yim, Kwan, & 

Zhang, 2012).  

Leadership must be empowered to initiate creativity among the employees (H. Zhang et 

al., 2014). Leadership also improves employees' creativity when both have a high level of 
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job autonomy and creative role identity (Cheng, 2010). There is a significant relationship 

between the Employee's creativity and servant leadership exist with a moderating role of 

“leader identification” as well as moderating role of “organizational identification” 

(Yoshida, Sendjaya, Hirst, & Cooper, 2014). Few scholars have also identified that LMX 

would enhance Creativity (Khazanchi & Masterson, 2011; Liao, Liu, & Loi, 2010; D. Liu 

et al., 2012).  

As discussed above, in the present study, two crucial identification perspectives, i.e., 

Organizational Identification and Leader Identification, took as boundary conditions 

through which severity of the adverse behavior of supervisor can be reduced. Few 

researches concluded that the positive behavior of a leader increases Identification with 

the organization and subordinates' feeling of belongingness (Epitropaki & Martin, 2005; 

Shamir, House, & Arthur, 1993). It is supposed that the investigation of the results of 

abusiveness of a supervision depends explicitly on the “social identity perspective” (H. T. 

Tajfel & Turner), and it is a substantial over-sighted research angle. When subordinates 

get abused, do they go through a particular psychological identificational process to 

specify reputation in their workplace? What will it affect? This is the fundamental 

question of the current study. After thrashing out literature, it was found that when 

abusive supervision and proactive behavior of subordinate got interacted, abusive 

behavior of supervisor affects other sorts of proactive behavior of employees (Frazier & 

Fainshmidt, 2012; Liao et al., 2010; Rafferty & Restubog, 2011); as our focus is 

employees creativity. Identification of employees with their leader can furnish directions 

to apprehend the emotional process of how abusive behavior impacts the proactiveness of 

the employees, which ultimately impacts the abusiveness of the supervision. 

Consequently, reinvestigate of the link between the abusiveness of supervisor and 

creativity of employees under the moderation effect of Leader’s Identification making 

foundation upon the social identity perspective. 

The main idea has been taken upon the “social identity theory” (Tajfel & Turner) to make 

a sense that to what extent abusive supervision decreases employees' creativity, whether 

perceived identity with their leader causes them to execute proactive behaviors or 

otherwise. This research study contributes to the literature given the link between the 

Abusive Supervision and employees' creativity under moderation effect of subordinates' 

Identification with their organization and leader—it contributions to the existing literature 

on how employees interact with their Abusive supervisors. Administrators are well aware 

of the vital and critical role of employees' attachment to their organization, therefore for 

better performance, how to reduce the impact of abusive supervisory behavior and 

improve employees’ creativity by encouraging their proactive behavior. 

Another vital aspect of the reaction of subordinates towards their leader and organization 

is that in the specific situation, subordinates' response may not always be adverse 

(Stouten, De Cremer, & Van Dijk, 2005; Stouten & Tripp, 2009). Mostly, subordinates 

have restrictions and compulsions because of their job security, promotion procedures, 

and evaluation processes, so leaders' behavior is often tolerate able for subordinates 

because leaders have a dominant position in the organization (Camps, Decoster, & 

Stouten, 2012). Past researchers consistently explained that subordinates perceive that 

they cannot confront the concerned supervisor due to his position in the organization 

(Uhl-Bien & Carsten, 2007). However, past research emphasized that in various 

situations where subordinates got engaged with their abusive supervisor will negatively 



44 | P a g e  
 

respond, but it is anticipated that subordinates who are identified with their organizations 

remain attached to that organization and try to avoid confronting the situation. Such 

boundary conditions are those factors that allow us to understand in which conditions 

adverse consequences of a specific factor can be minimized. After going through 

previous research, it is found that Identification is the vital factor to minimize the adverse 

effect of abusive supervision. Organizational Identification and the Leader's Identification 

were taken as a boundary condition to assess whether these two types of identifications 

hamper the adverse impact of abusive supervision or otherwise.  

Keeping in view the above arguments, it is essential to re-explore the association between 

the “abusive supervision” and “employees’ creativity” in the lens of Leader's 

Identification & organizational Identification, so the proposed theoretical model is given 

as under: 

  

 

In this study, the prime focus is whether “Abusive Supervision” negatively impacts 

employees’ creativity or positively and how Employee’s Identification with Leader & 

Organization impact the effect between “Abusive supervision” and “employee’s 

creativity." Previous literature was consulted to find out how abusive supervision can 

harm the exposure of creativity so that there is growing pressure to explore the subject of 

“abusive supervision," more precisely look into Eastern context (Han et al., 2017; Jiang 

& Gu, 2016; Lee et al., 2013). More particularly in the Pakistani context where “high 

power distance culture” exist and individuals prefer to regard and admire their leaders. 

They believe that they must not even think against their leader's decisions (Sully De 

Luque & Sommer, 2000). In view of this, a question regarding utility of Leader’s 

Identification and Organizational Identification increases significantly. Although, 
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Identification with Leader and organization as a moderator which may restrict the 

harmfulness of negative supervisory behavior on employees’ creative performance, is 

particularly salient in this study context. 

This study is essential for both academics and managerial perspectives. This study 

supports the earlier established correlation between “Abusive Supervision” and 

“Employees Creativity." However, the moderation factor of Employee's Identification as 

boundary conditions, i.e. Leader’s Identification and Organizational Identification, is a 

unique concept. In the present study, the relationship between Employee and Leader in 

the IT sector of Pakistani context is a critical gap was filled. 

 

LITERATURE REVIEW 

Abusive Supervision  

Abusive supervision is considered as the ambiance between the supervisor and 

subordinate’s relationships in an organization. Inside the definition, “Abusive 

Supervision’s” distinct nature explains that “abusive supervision” cannot be called if a 

subordinate faces it only once or more times of aggressive behavior.  

Abusive supervision does not only have physical interaction but also possesses the 

worker’s perceptiveness of whether abusive behaviors possess abusiveness being 

occupied and consistently combined. It is an explicit point that two different employees 

may have completely diverse thinking about the same attitude, and they may disagree on 

the existence of abusive supervision. Keeping in view a minor exclusion by practitioners 

control a particular kind of “abusive behavior" in a pilot study, practitioners measured 

“abusive supervision” by using Employee’s self-reported questionnaire of being abused 

by their supervisors (Porath & Erez, 2007; Rodgers, Sauer, & Proell, 2013). Subjective 

kind of abusive behavior workability has elevated a concern that research focuses only on 

“subordinates’ appraisals” regarding “abusive supervision” but did not the actual 

“supervisor behaviors" (Chan & McAllister, 2014). A main focal point on subordinates’ 

perceptions, even though consistent with the conceptualization (Tepper, 2000), which 

may lead to overestimates of the occasional relationship between “abusive supervision” 

and “follower’s self-reported attitudes” and “psychological situations." 

Tepper extended the definition of Abusive behavior as "the employee’s perceptions of 

extent in which leader engagement in the sustained display of hostile, verbal and 

nonverbal behaviors, excluding physical contact” (Tepper, 2000). Employees who have a 

high level of “emotional intelligence” are probably trying to defeat the adverse impact of 

Abusive Supervision in the workplace environment (Hu, 2012). When supervisors exhibit 

abusive behavior, they transmit the meaning of bitterness toward their subordinates (Lian, 

Ferris, & Brown, 2012). A significant part of present studies on abusive behavior of 

supervisor has criticized “social exchange theory” and reactance theory for determining 

the link between Abusive Supervision & Employees’ Creativity (Mitchell & Ambrose, 

2007). Various meta-analysis and Empirical studies investigated and explored converging 

results of abusive behavior swear effects on “organizational citizenship behavior" along 

with “counterproductive work behavior" (Aryee, Sun, Chen, & Debrah, 2008; Mackey et 

al., 2017; B. J. Tepper, Henle, Lambert, Giacalone, & Duffy, 2008). 
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It is observed that an employee who is more subjectively affiliated with the preciseness of 

abusiveness can be defined as "The same individual could view a supervisor's behavior as 

abusive in one context and as non-abusive in another context, and two subordinates could 

differ in their evaluations of the same supervisor's behavior" (B. J. Tepper, 2000). A 

theory and research which differentiate between the supervisor’s abusive behavior as 

proper behavior and abusive behavior as a responsive evaluation of supervision whether 

supervisors join a compelling standard for insensitivity and destructiveness (Podsakoff, 

MacKenzie, Lee, & Podsakoff, 2003). 

 

 

Social Exchange Theory 

 Blau defined the “Theory of social exchange” as “employees compliment positive 

processing with a progressive attitude and negative processing with negative attitudes or 

behaviors” (Blau, 1964). SET anticipated mutual correlations flourish in the 

organizations with an ideology of interchange behaviors, e.g., provide something to other 

fellows to gain something from others in response (Harvey, Harris, Gillis, & Martinko, 

2014). “Social Exchange Theory” indicates exchange in the way of a social approach that 

may aggregate in economic and social effects. It is also assessed by connecting human 

interactions with an organization. Thus, in a workplace, if a supervisor executes a wrong 

performance evaluation to a subordinate who has a lousy attribution approach and 

attribution of an employee bias would be blend attention of being discarded for being 

blamed for other subordinates as well as organizational failures (Brees, Martinko, & 

Harvey, 2016). 

Employees in an organization experience a sort of psychological hazard; it may be a 

reason for low Identification with its organization and the Leader (Chan & McAllister, 

2014). Identification with an organization is how an employee confined himself as part of 

an organization. “Identification with the organization” was observed as the overall 

perception of an organization (H. T. Tajfel & Turner). Because of self-concept Theory,  

(R. G. Lord, Brown, & Freiberg, 1999) concluded that leaders exert a continuing and 

strong influence on their subordinates which ultimately impacts their organizational 

Identification, and such results have also been verified by farmer findings (Van Dick, 

Hirst, Grojean, & Wieseke, 2007). However, studies on Identification with organization 

and leader’ behaviors focus more on the leader’s bright axis of their behaviors, such as 

leadership style, e.g., transformational style (Walumbwa, Avolio, & Zhu, 2008), as 

compared to the adverse side, for example, Abusive Supervision. 

Employees' creativity was taken as critical for the continuity of an organization and link 

with other employees (Shalley et al., 2004). “Employee creativity” was defined by 

Amabile as “the production of novel and useful ideas within products, processing, and 

services” (Amabile, 1988). Nowadays, employees' creativity has become various 

essential for commitment and aggression in the workplace (Shalley, Gilson, & Blum, 

2009; Thatcher & Brown, 2010). Presently, organizations face challenges in expanding 

the “employees’ creativity." On the other hand, organizations would set up an accessible 

environment for creativity to work constructively. Its results will help to prolong a 

superiority over the other organizations (Amabile, Barsade, Mueller, & Staw, 2005) 
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(Amabile et al., 2005; George & Zhou, 2002). Mostly supervisors work to enhance the 

capacity of employees’ creativity to be able to dig out the creative alternatives to solve 

the present problems (Boerner, Eisenbeiss, & Griesser, 2007). Another study investigated 

that few situations also exist that can be convenient to initiate the higher level of 

Employee’s Creativity like outside enforcement must enhance the creativity. However, 

the cognitive approach would hinder the creativity (Sagiv, Arieli, Goldenberg, & 

Goldschmidt, 2010). 

 

 

Abusive Supervision and Employee Creativity: 

Tepper distinguished the Abusive Supervision as the victim's views based on the degree 

to which his supervisor's display, i.e., forcefully and deliberately treating verbal & 

nonverbal execution. Abusive supervision comprises a variety of practices and 

executions. A supervisor who regularly and repeatedly criticizes subordinates against 

others excessively blames the representatives, discourages the subordinates, is rude, 

rough, and inconsiderate, forcefully assumes credits, shouts at subordinates, attacks on 

the protection of subordinates, or uses persistent strategies may be considered as abusive 

behavior (B. J. Tepper, 2000; B. J. Tepper, Duffy, Henle, & Lambert, 2006; B. J. Tepper, 

Moss, & Duffy, 2011).  

Intrinsic motivation might be considered a subjectively and objectively psychological 

solid and emotional sort of phenomenon through which “abusive supervision” can defeat 

to protect employees' creativity (D. Liu et al., 2012; H. Zhang et al., 2014). Employees 

intrinsically motivated workers to put more significant input with a high level of heeds, 

firmness, desire, and concentration for more learning (Ryan & Deci, 2000). In an 

organization, workers interact more with each other, such as supervisors & subordinates. 

Most employees will also initiate the process of creativity to exhibit emotional and 

supportive encouragement from their supervisors and other subordinates (Madjar, 2008). 

According to (Amabile, 1996), the model of “social environments, intrinsic motivation, 

and creativity” decided that employees face extensive abusive behavior of supervisors, 

experience interaction while performing their work-related activities, and exhibit less 

creativity by hampering intrinsic motivation. Supervisor’s complements are a vital 

element in prevailing employees which could teach lessen or bad relationship between 

the abusiveness and the employee's reaction (Martinko et al., 2013; B. J. Tepper, 2007). 

Due to re-organization of motivation and high level of cognitive stimulation between 

employees (Anderson, De Dreu, & Nijstad, 2004). In this view, I proposed the following 

hypotheses: 

H1: Abusive Supervision negatively impacts Employee's Creativity. 

Abusive Supervision and Organizational Identification: 

“Organizational identification” is the conceptualization phenomena of an individual; he 

feels that wins and losses of his organization are his own, and the concept of 

“identification” of employees with an organization is based on “social identity theory” 

(Mael & Ashforth, 1992) (H. E. Tajfel, 1978; Turner, 1982). Identification enclosed a 

sense of belongingness, loyalty, solidarity, and magnetism with the organization, mind 
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matching, and assumption of combined objectives (Trepte & Loy, 2017). Social Identity 

can be described as “an individual who possesses self-conceptualization. He extracts it 

from his knowledge to feel like a member of a social group together annexing the 

emotional and principal importance". Social Identity Theory was described as individuals 

who are craving a positive image that is slightly based on their identity (H. E. Tajfel, 

1978). As more an employee positively rated his organization, his organization becomes 

more critical for him or his self-image. Self-Image is the quality of a group’s member 

who has Organizational Identification” and is viewed as the extent to which the degree a 

member considers bound to its organizational cohesiveness (Dutton, Dukerich, & 

Harquail, 1994). 

 

Organizational Identification and Employee’s Creativity: 

Sense of responsibility and attachment compel workers to be innovative and creative by 

using different and diverse techniques to handle problems in an organization (Ilies, 

Nahrgang, & Morgeson, 2007). However, Organizational Identification is very useful to 

generate creativeness in their jobs (Kark & Carmeli, 2009). The creativity of employees 

is seen as an essential screw of transformation, and it comprises on the generation of 

unique ideas and the execution of such novel proposals (Shalley et al., 2004; Zhou, 

2003). Creativity refers to a team's combined effort is very prestigious itself. It can be 

perceived as an essential pre-requisition for innovation & Creativity (Joo, McLean, & 

Yang, 2013). Several scholars have focused on ways to enhance the creativity of 

employees.  

Abusive Supervision And Organizational Identification As Moderator: 

A truth about organizational life is that leaders do not always act responsibly and 

ethically (De Cremer, 2003). As seen, supervisors carry adverse language with their 

workers, degrade them before other people, threaten their subordinates, or treat them 

violently (Bies & Tripp, 1998; Zellars, Tepper, & Duffy, 2002). On the other hand, it is 

also found that employees never respond adversely to abusiveness; despite of seriousness 

of the supervisors’ abusiveness and subordinates do not often go for retaliation (Stouten 

& Tripp, 2009). This study aims to dig out the positive characteristic of “organizational 

identification” for example, organizational Identification is defined as “the psychological 

attachment that emerges when members adopt the critical characteristics of the 

organization as defining characteristics of themselves” (Dutton et al., 1994). 

Conclusively, It is suggested that when subordinates face an “abusive supervisor," those 

subordinates who perceive attachment with their organization are probably anticipated to 

be a segment of their organization and will be less anticipated to confront their 

supervisor. To support this rationale, a detailed discussion is given below. 

We have already debated above that, in the specific scenarios, subordinates’ response 

could not always be adverse. Leaders and followers are engaged in entirely different rules 

so that supervisors’ abusive behavior does not always encourage subordinates to respond 

adversely (Stouten et al., 2005)(Stouten & Tripp, 2009). Subordinates often consider that 

they do not have a position to respond with adverse behavior toward their Leader (Frost, 

2004; J. Lord, Ochocka, Czarny, & MacGillivary, 1998). Such results are compatible 
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with this explanation, and generally, subordinates feel that they may not raise their voice 

against the concerned supervisor (Uhl-Bien & Carsten, 2007).  

This study is founded upon the literature mentioned above and proposed two boundary 

conditions that may hamper the adverse effect of Abusive Supervision on employee 

creativity. The present study proposes that as more subordinates identify with their 

organizations, the more they will play against the adverse reaction. Identification plays a 

vital role in a subordinate’s reaction to an Abusive Supervisor. More precisely, in a 

specific situation where subordinates got confronted with their Abusive Supervisor, we 

anticipate that subordinates identified with their organizations tend to remain engaged 

with the workplace. Previous literature contended that Organizational Identification 

would shield subordinates from adverse effects of Abusive Supervision. More precisely, 

when subordinates face Abusive Supervisory behavior, subordinates who are identified 

with their organizations tend to stay connected with their organization and fellows or not. 

In this view, the following hypothesis is proposed: 

H2: Organizational Identification moderates between “Abusive supervision” and 

“employees' creativity." 

Abusive Supervision and Employee’s Leaders identification: 

In workplace relationships, Identification is a very crucial variable in both aspects as 

distanced and proximate. Identification is a process by which an employee sees an object 

as being decisive of oneself and shapes an emotional link with anything. Many 

researchers have suggested several notional identificational definitions (Dutton & 

Dukerich, 1991; Kagan, 1958; Mael & Ashforth, 1992). It is a communication process 

that is embedded during discourse (Burke, 1969) and establishes an individual's identity 

as a communicative expression (Scott et al., 1998). Through interaction, called the 

"conversation of shared interests," employees of an organization understand identification 

with other employees such as with their Leader (Cheney & Tompkins, 1987). Whenever 

an individual firmly identifies with his leader, in this case, he is attached with his leader; 

who is he? What his leader represents? Then in both cases, when subordinates perceive as 

they can self-define process. 

In view of social exchange theory, subordinates are more likely to retaliate abusive 

behavior of the leader through interacting in a supervisor’s pushed diversion to hurt their 

supervisor (Dupré, Inness, Connelly, Barling, & Hoption, 2006; Inness, Barling, & 

Turner, 2005; Mitchell & Ambrose, 2007). Prior research shows that subordinates tend to 

retaliate when an elevated level of power distance prevails between the subordinates and 

an individual who executes abusive behavior. Because of the hierarchical association 

between a “subordinate” and “supervisor," involving adverse responses is likely to be 

expensive action for others. Resultantly, subordinates will move for that behavior that 

sees fewer costs but still restricts reactive behavior (Archer & Coyne, 2005; Wang, Mao, 

Wu, & Liu, 2012). 

LEADER’S IDENTIFICATION AND EMPLOYEE’S CREATIVITY: 

LMX suggests that support, attention, trust, and consideration of supervisor initiate 

Sense-making and sense-breaking, which produce a feeling of oneness or cohesiveness. 
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Perception of closeness and attachment with an organization promotes felt obligations 

and a kind of reciprocation (Trepte & Loy, 2017). A more focused approach uses creative 

and innovative ways of solving problems increases. Such a process of social 

identification assists in enhancing followers' creativity. Previous research has provided 

empirical support for a direct relationship between LMX and Employee Creativity and 

creative work involvement. About two years ago, (Newman, Herman, Schwarz, & 

Nielsen, 2018) found in their meta-analyses that there is a positive impact between LMX 

relationships and creativity. However, on either side, few studies did not find a  positive 

association between the “LMX” and “creativity of employees” (Hammond, Neff, Farr, 

Schwall, & Zhao, 2011). Although, it is assessed, keeping in view SIT, the more social 

identification mechanism becomes more substantial, the more creativity in groups as 

collectivist culture increases (Dulebohn, Bommer, Liden, Brouer, & Ferris, 2012). 

ABUSIVE SUPERVISION AND LEADER’S IDENTIFICATION: 

The extent to which a leader is involved in the subordinate's self relational process has 

been conceptualized as the “identification with their leader” (Kark & Shamir, 2002; Kark, 

Shamir, & Chen, 2003; Van Knippenberg, Van Knippenberg, De Cremer, & Hogg, 

2004). It is evident that when an individual tries to follow other people, such as a 

supervisor (Kelman, 1958), observed an established relationship with the present research 

(Kark & Shamir, 2002; Kark et al., 2003; Van Knippenberg et al., 2004). Thus, 

subordinates who experience a high level of attachment with their leader who is firmly 

focused on their job perceive the leaders’ importance (Sluss & Ashforth, 2007).  

It tends to understand that making an effort for the benefit of their leader who is making 

efforts for their interests and benefit and are increasingly sensitive to their leaders' 

expectations concerning employee’s attitude (Berscheid & Reis, 1998; Van Knippenberg 

et al., 2004). In this vein, It is expected that Identification with their Leader may decrease 

abusive behavior’s severity and enhance Employee Creativity. Various researchers 

proposed that “identification with their leader” must lead to more likelihood of being 

effects by the Leader (Berscheid & Reis, 1998; Van Knippenberg et al., 2004). Therefore, 

subordinates with a high level of identification with their leader are more likely to be 

affected by the “leader’s behavior” than employees with a low level of identification with 

their leader. 

Employees with a low level of attachment with their supervisor rarely subscribe to the 

supervisor’s values and beliefs. Such employees will less tend to attempt the appease, 

emulate and gain the positive characteristics of their Leader (Ashforth & Mael, 1989). A 

significant influence on creative behavior in the identification case may not be what the 

leader acts in the context of the leader's interactions with their subordinates. However, it 

might be related more strongly to their leader's feedback or the perceived likelihood of 

attaining future rewards. So following hypothesis is made: 

H3: Leader's Identification moderates between Abusive supervision and employees' 

creativity. 

METHODOLOGY 

Quantitative research methodology is used in this current study. In the quantitative 

method, results are based on numbers and figures, statistically measured and analyzed. 
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Moreover, in quantitative research, the hypotheses are derived through past literature 

support, and instruments used for measurement are adopted from the past studies. The 

primary objective of this present research is to test the hypotheses that whether the 

employee creativity is affected by abusive supervision or otherwise and either 

Identification with leader and organization moderates this relationship or not. The data 

has been collected through the survey. Different statistical tests were used to analyze the 

data and to conclude results. 

Data was collected from the employees working in all cellular companies, i.e., Mobilink, 

Ufone, Telenor, and Zong working in Pakistan. A survey was conducted for data 

collection from the said cellular companies presented in the district Gujrat, Sialkot, 

Gujranwala, and M.B.Din. Data was accumulated at the individual level to investigate the 

hypotheses of this study. A self-administered research questionnaire has surveyed the 

employees and their corresponding supervisors. Every questionnaire was distributed and 

collected after given sufficient time for filling it, and then the same was entered into the 

system. A total of 400 questionnaires were given during the survey throughout cellular 

companies’ employees, and 355 total responses were received back.  

Individual variances in socio-demography may influence personal Identification and 

organizational Identification; therefore, Employee's education, gender, experience, and 

marital status are incorporated as control variables in the private sector organization of 

Pakistan. Following scales were used in this study which was extracted from the previous 

literature: 

 Tepper's 15-item scale measures abusive supervision (B. J. Tepper, 2000). 

 Employees’ creativity was measured with the four-item scale (Farmer, Tierney, & 

Kung-Mcintyre, 2003). 

 “Organizational Identification” was measured with the six-item scale (Boroş, 

Curşeu, & Miclea, 2011). 

 “Personal identification with the leader” was measured with (Hobman, Jackson, 

Jimmieson, & Martin, 2011) (Shamir, Zakay, Breinin, & Popper, 1998) an eight-

item scale. 

This study adopted the characteristics of interest, generally dispersed amongst the 

workers of all cellular companies in Pakistan. Therefore, a non-probability convenience 

sampling technique is used in this study, in which respondents were selected based on our 

convenience for getting the required response. A standard method of variance and source 

is an issue in the exercise to measure the constructs that can change and manipulate the 

actual results. The researcher attempted maximum efforts and occupied precautionary 

measures to minimize such risk (Podsakoff et al., 2012). 

CORRELATION ANALYSIS 

Reliability of Scales 

Cronbach’s alpha reliability analysis is used to test the reliability of each variable. 

Cronbach’s α is used to test the instrument’s reliability (Hair, Anderson, Tatham, & 

Black, 1998) ranges from 0 to 1. According to the results, the reliability values of the 

measures are shown in the below table-1;  
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Table 1: Reliability Measures 

 

 

 

 

 

 

 

 

The value of Cronbach’s alpha should be greater than 0.70, showing the higher internal 

consistency among all the elements of each scale. In the present study, the Cronbach’s 

alpha value for all the variables is above 0.70. The value of Cronbach's alpha for Abusive 

Supervision (AS) was 0.733, for Employee's Creativity (EC) was 0.725, for 

Organizational Identification (OI), it was 0.910, and for Leader's Identification (LI), it 

was 0.7.80. The above results found high reliability within the items of the questionnaire 

tested. 

 

 

 

 

Variables 
No. of items 

Cronbach’s Alpha 

Abusive Supervision 15 0.73307 

Employees’ Creativity 4 0.72593 

Organizational Identification 6 0.91029 

Leader’s Identification 8 0.68047 
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Random Regression Model: 

Table 2 Correlation Matrix 

 
Mean SD Age Gender 

Marital 

Status 
Qualification Experience 

Abusive 

Supervision 

Employees 

Creativity 

Organizational 

Identification 

Leader's 

Identification 

Age 1.901 0.846 1 
        

Gender 1.453 0.498 -0.041 1 
       

Marital Status 1.487 0.500 -.253** 0.006 1 
      

Qualification 2.112 0.735 0.163** -0.140** -0.011 1 
     

Experience 1.538 0.733 0.241** -0.237** -0.147** 0.333** 1 
    

Abusive 

Supervision 
2.624 0.725 0.113 0.002 0.045 -0.171* 0.146 1 

   

Employees 

Creativity 
2.873 0.910 

-

0.232** 
0.060 0.021 0.122 -0.050 -0.414** 1 

  

Organizational 

Identification 
2.339 0.680 0.043 0.014 0.035 -0.248** -0.094 0.077 0.233** 1 

 

Leader's 

Identification 
2.446 0.612 0.099 0.088 0.050 -0.220** -0.099 0.020 0.087 0.595** 1 

**. Correlation is significant at the 0.01 level (2-tailed). 

*. Correlation is significant at the 0.05 level (2-tailed). 
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Standard Deviations, Means, and Correlations are given in Table-2. As all the employees 

were deployed in their offices and field, OLS regression was used to underestimate 

standard errors (SE). Accordingly, all the hypotheses mentioned above were tested using 

random coefficient regression in MPlus 7. The unconditional model's intra-class 

correlation (ICC) was used for advice network centrality, 0.386 for Abusive Supervision, 

0.466 for Employee’s Creativity, 0.463 for Organizational Identification, and 0.407 for 

Leader’s Identification. Results of the Regression analysis are given in Table-3. On 

perusal of Model 1, It is analyzed in Level-1 correlations, i.e., age, gender, marital status, 

qualification, and experience, which were taken as predictors of the intercept. On 

perusing Model 2, “Abusive Supervision” and “Employee’s Creativity" focused on 

correlation. In Model 3, two 2-way interactional terms representing hypothesized 

relationships were used.  

These analyses were used to test Hypotheses 1 (impact of AS to EC) and 2 (impact of AS 

through OI to EC). To test Hypothesis 3, we entered the two-way interaction of tendency 

to Leader’s Identification in Model 4.3 and entered the three-way interaction in Model 5. 

By following Hofmann and Gavin (1998), grand-mean centering for all variables was 

used. Significance of coefficients and conducted χ2 tests comparing each model with the 

nested model was also examined. Because χ2 tests produced by Mplus cannot be directly 

used for difference testing, Satorra–Bentler scaled χ2 difference tests using log-

likelihoods were tested (Muth'en & Muth'en, 1998–2010). 

As presented in Table-3, only employees' experience is the positive predictor in advice 

network centrality, whereas age, gender, and marital status had very low advice network 

centrality. Further, the interaction of “Abusive Supervision” and “Employees Creativity” 

had a negatively significant coefficient in Model 2, indicating preliminary support for 

Hypothesis 1. Moreover, the interaction of “Abusive Supervision” and Employees’ 

Creativity” under moderation effect of “Organizational Identification” had a significant 

coefficient in Model 3, indicating preliminary support for Hypothesis 2. Although, no 

significant interaction was found between “Abusive Supervision” and "Employee's 

Creativity" under the moderation effect of “Leader’s Identification” and did not support 

Hypothesis 4.  

As presented in Table-3, only employees' experience is the positive predictor in advice 

network centrality, whereas age, gender, and marital status had very low advice network 

centrality. Further, the interaction of “Abusive Supervision” and “Employees Creativity” 

had a negatively significant coefficient in Model 2, indicating preliminary support for 

Hypothesis 1. Moreover, the interaction of “Abusive Supervision” and Employees’ 

Creativity” under moderation effect of “Organizational Identification” had a significant 

coefficient in Model 3, indicating preliminary support for Hypothesis 2. Although, no 

significant interaction was found between “Abusive Supervision” and "Employee's 

Creativity" under the moderation effect of “Leader’s Identification” and did not support 

Hypothesis 4.  
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Table 3: Random Coefficients Regression Analyses 

 

 

 

 

 

 

Predictor Model 1 

Employee 

Creativity 

Model 2 

Employee 

Creativity 

Model 3 

Employee 

Creativity 

Model 4 

Employee 

Creativity 

Model 5 

Employee 

Creativity 

 Estimate SE Estimate SE Estimate SE Estimate SE Estimate SE 

Age -0.056 0.080 -0.053 0.046 -0.046 0.043 -0.062 0.082 -0.037 0.081 

Gender -0.024 0.022 0.032* 0.013 0.038** 0.013 -0.023 0.023 -0.035 0.022 

Marital Status -0.122 0.077 -0.061 0.044 -0.007 0.045 -0.092 0.080 -0.092 0.077 

Qualification -0.080 0.053 -0.133*** 0.035 -0.110*** 0.031 -0.047 0.052 -0.012 0.053 

Experience 0.032 0.033 0.014 0.027 0.007 0.025 0.027 0.029 0.026 0.026 

Abusive Supervision   -0.305*** 0.077 0.140 0.091 0.230*** 0.078 -0.058 0.167 

Organizational Identification     0.256 0.042   0.012 0.038 

Abusive Supervision X  

Organizational Identification 

    0.038** 0.013   0.429* 0.216 

Leaders’ Identification       0.035* 0.018 0.096** 0.040 

Abusive Supervision X 

Leaders' Identification 

      0.061 0.079 0.007 0.025 

           

           

           

Δ χ 2 (Δdf)  3621.97 (20) 3747.84(21) 3229.02(18) 3414.74(18) 2163.16(15) 

Δ R2  0.171 0.187 0.546 0.187 0.250 

Note. 

Δ R2 is degree of reduction in error variance. 

*p < .10. **p < .05. ***p < .01 
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               Table 4 Skewness 

 

N 

Minimu

m 

Maximu

m Mean 

Std. 

Deviation Skewness 

 Statisti

c Statistic Statistic 

Statisti

c Statistic 

Statisti

c 

Std. 

Error 

Age 355 1.00 4.00 1.9014 0.84631 0.611 0.129 

Gender 355 1.00 2.00 1.4535 0.49854 0.188 0.129 

Marital Status 355 1.00 2.00 1.4873 0.50054 0.051 0.129 

Qualification 355 1.00 4.00 2.1127 0.73549 0.077 0.129 

Experience 355 1.00 5.00 1.5380 0.73307 1.360 0.129 

Abusive Supervision 355 1.33 4.27 2.6244 0.72593 0.417 0. 129 

Employees’ Creativity 355 1.00 5.00 2.8734 0.91029 0.485 0. 129 

Organizational 

Identification 
355 1.00 4.50 2.3397 0.68047 0.852 0. 129 

Leader’s Identification 355 1.25 4.63 2.4463 0.61223 0.770 0. 129 

 

The supplemental analyses were carried out keeping in view that our “network centrality 

measure” was positively skewed. As followed by Tabachnick and Fidell, It is also carried 

out two transformations to deal with a possible violation of the normality assumption 

(Tabachnick and Fidell 2012). Firstly, a square-root transformation of advice network 

centrality scores was appropriate for moderately positively skewed data. Two interactions 

remained significant and third was not significant (Abusive Supervision X Organizational 

Identification: γ = 0.038, t = 0.013, p < .05 and Abusive Supervision X   Leaders’ 

Identification: γ = 0.061, t = 0.079, p < .05. Second, we performed a log transformation 

appropriate for severely positively skewed data. 

 

DISCUSSION 

Creativity is an essential characteristic of the employees for the sustainable development 

of the organizations. How to enhance and improve the employees' creativity is a primary 

concern of the practitioner, scholars, and managers. Leadership styles are important 

situational factors directly affecting the creativity of employees. Compared to positive 

leadership, research has a concern in negative leadership too; for example, the 

relationship between Abusive Supervision and Employee Creativity is still awaiting 

concentration. This study is based on the “social exchange theory” in which the impact of 

Abusive Supervision on the Employee’s Creativity is investigated through moderating 

role of organizational Identification and Leader's Identification. Results of empirical 

research supported our hypotheses and proposed model. Respondents of this study were 

proficient and had a blend of experienced and qualification, with an excellent 

comprehension of questions that were placed them to answer. 

Plenty of previous studies depicts that research was carried out in private and public 

sectors, establishments working in two or three cities of Pakistan to check the outcome of 

Abusive Supervision on Employee Creativity. Results emphasized that Abusive 

Supervision harms the Creativity of Employees. Several researchers have found out the 
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unpredictable conclusions related to Abusive supervision (Tepper et al., 2009), research 

and especially empirical research regarding the effecting part of Abusive Supervision on 

the Creativity of Employees are still blemished, below the mark, and inconsistent. 

However, few researchers explored the negative relationship between Abusive 

Supervision and Employee Creativity” Liu et al. (2012) and Zhang et al. (2014). This 

study shows that in private sector organizations where the manager/supervisor exhibits 

abusive behavior, the employees' creativity is negatively affected. As more Identification 

of employees increases with their organization, effects of abusive supervision decrease or 

employees ignore the leader’s behavior, in fact, adverse behavior. Although, no effect 

was found between abusive supervision and Employee's Creativity under moderation role 

of Employee's Identification with their Leader. 

CONCLUSION: 

It is worth mentioning here that an adverse link has been established between Abusive 

Supervision and ultimate Employee’s Creativity, synchronizing the conclusions of 

various studies (D. Liu et al., 2012; H. Zhang et al., 2014). Through this study, another 

empirical verification is now provided regarding the negative impact of Abusive 

Supervision on the Employee's Creativity. The findings of this study contribute to 

enriching our conceptualization and understanding of the relationship between Abusive 

Supervision and the creativity of employees in the private sector of Pakistan. It has 

already been explored that, depending upon the circumstances, most of the time, the 

subordinate’s response could not be adverse (Stouten et al., 2005). The basic preciseness 

of Organizational Identification is linked with social identity theory. This study extended 

the knowledge that as organizational identification increases, abusive supervision 

decreases, based on the social identity and organizational identification theories. 

Consequently, the employees' creativity can be encapsulated from the adverse 

consequences of abusive supervision.  

Mainly, the team leader refers to those who rise to various challenges as they are 

accountable and responsible for effective team management. Identification with the 

leaders, especially by the lens of their behavior, is an ancient and classic theme in 

research. Leaders influence to shape “followers’ identities” (Avolio, Walumbwa, & 

Weber, 2009; Ellemers, De Gilder, & Haslam, 2004; R. G. Lord & Brown, 2001; Shamir 

et al., 1993), including Identification with their leaders and organization. Immediate 

leaders of employees play a vital role in their daily work lives and their respective 

organizations. Thus leaders’ conduct may shape how their employees view social 

identifications with work organization and their relationship. This study reveals that the 

moderation impact of a leader's Identification between Abusive Supervision and 

Employee Creativity does not affect. It is required to replicate and reinvestigate the 

moderation effect of Identification with their leader in different contexts.  

Summary of Hypothesis: 

Findings of the present study’s hypotheses are given below Table-5: 

Hypotheses H1 and H3 are fully supported, but H2 is not supported. 
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Table 5: Summary of Results 

Hypothesis Description Results 

H1: Abusive supervision negatively impacts Employee's 

Creativity. 

Supported 

H2: Leader's Identification moderates between "Abusive 

supervision" and "employees' creativity." 

Not supported 

H3: Organizational Identification moderates between 

"Abusive supervision" and "employees creativity." 

Supported 

 

CONTRIBUTIONS 

The present study contributes to the literature of supervisor's behavior and Employee's 

Creativity in the larger context as very few researchers have explored the link between 

Abusive Supervision and Employee’s performance such as Creativity (Lee et al., 2013; 

D. Liu et al., 2012; H. Zhang et al., 2014). It is worth mentioning that no consonant and 

harmonious relationship confirmed the impact of Abusive Supervision on Employee’s 

Creativity. However, most of the studies are carried out in other countries of the world, 

and fingers counted empirical studies have been conducted on abusive supervision and 

Employee's Creativity in public sector organizations working in the Pakistani or South 

Asian context.  

It also has novelty in this study that adverse impact on employee creativity in the 

Pakistani context is reinvestigated, and boundary conditions were also discussed. Results 

depict that the Abusive Supervision of a leader adversely correlated with the creativity of 

employees, which has two significant additions to broaden the study’s spectrum. This 

study clarifies that the Abusive Supervision reduces the Employee's Creativity in the 

Pakistani context, where employees face a high level of power distance, which is under 

significant risk in front of management than the low level of power distance cultures. 

Although Pakistani culture has rigid and complex hierarchies between the subordinate 

and supervisor, the abusive behavior of a leader can adversely impact Employee's 

Creativity in Pakistani conditions. The study's findings explore that the identification of 

employees with the organization moderates the impact of “abusive behavior” of a 

supervisor on employees' creativity. This study exposes the black box of a “leader’s 

adverse behavior” and how a leader's adverse behaviors impact the “employee’s 

creativity." It also clarifies that the sequential process of Identification with organization 

moderates. The abusive behavior may prompt diverse Employee’s responses at different 

times (Chan & McAllister, 2014). However, this study explores that Identification with 

Leader does not moderate the relationship in the Pakistani context.  

PRACTICAL IMPLICATIONS 

The current study has numerous implications for researchers, scholars, and practitioners. 

This study undertakes to add established support on the already existing relationship 
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between Abusive Supervision and Employee’s Creativity. It also offers an inevitable 

opportunity to the researchers to focus their intentions towards the deterrent behavior, 

which is Abusive Supervision and its impact on the creativity of the employees in other 

ways. Two types of identifications, i.e., organizational and Leader's Identification, were 

used to analyze the moderation effect. It is observed that organizational Identification 

plays a vital role in creating hindrance in the way of Abusive Supervision. However, 

Identification with Leader could not prove that it is the opportunity for upcoming 

researchers to reinvestigate this relationship. Researchers have substantial implications in 

theoretical, managerial, and practical points of view in the Pakistan private sector. 

Theoretically, this study enhanced support in the literature regarding the impact of 

Abusive Supervision on Employee’s Creativity as farmer scholars did (Li, Wang, Yang, 

& Liu, 2016; Shalley et al., 2004; B. J. Tepper, 2000). This research also added support 

in the literature as the moderation effect of Organizational and Leader's Identification. 

 Practically, Identificational factors such as Identification with the organization improve 

employees' creativity to achieve the organization's ultimate goal, especially in Pakistani 

private sector organizations. However, Identification with a leader has no effect. This 

study does not aim to present an ideal situation in the organization; however, it is argued 

that based on the results of our findings, adverse behavior supervisors can be restricted 

through the Identification as boundary conditions. It is confirmed in the present study that 

to improve employees' creativity, organizations must concentrate on rectifying 

destructive administration. Organizations have an opportunity to constructively reduce 

the happening of abusive supervision by pointing out and mentoring abusive supervisors 

by focusing on attracting professional employees as supervisors. After that, train them in 

management-related skills, which will equip supervisors to behave politely and invite 

employees to work freely under ethical supervisors. Supervisors must be motivated to 

look for more relevant training courses to improve their interpersonal relationships and 

management skills (Aryee, Chen, Sun, & Debrah, 2007). 

By considering abusiveness as a destructive management technique, organizations must 

propose anti-abusive exercises to deal with abusive supervision. Abusive supervision 

must be taken as a crime; a zero-tolerance policy must be taken and intimate every 

member throughout the organization (D. Liu et al., 2012). Admiring such practices in 

organizational culture, it will cause to foster emotional attachment with the organization 

and leader. Employees' creativity is enhanced by constructing a coherent and compatible 

culture, e.g., employees feel psychologically safe. Psychological safety can help improve 

organizational Identification and resultantly enhance employee creativity. Particularly in 

Pakistani organizations, they must find techniques to synchronize the targets of the 

Employee with those of the organization’s goal.  

LIMITATIONS AND FUTURE DIRECTIONS 

The generalizability of the results is a significant concern because the researcher makes 

efforts to apprehend a maximum number of private sector organizations which operate in 

Pakistan, although only a small geographical area of Gujrat, Gujranwala, Mandi 

Bahauddin, and Sialkot districts were targeted for data collection. So it is recommended 

that such study may be performed throughout the provincial level as well as country-level 

in the future, and public service institutions and private organizations can also be an 

approach. Restriction about the dimensions of the abusive supervision construct has a big 
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question: Abusive Supervision is taken as an overall construct that was analyzed and 

checked. It is recommended that this study be performed to check each dimension in 

detail for more depth and its effects on the creativity of the employees. 

Obstruction about moderation factors is also there that only two identificational factors 

were analyzed and evaluated, and this study focuses on identificational factors only. It is 

recommended to the researchers that more positive behaviors that can create hindrance in 

abusive supervision should be assessed. Limitations about the contextual obstacles also 

exist that this study analyzed and evaluated only the telecom sector in Pakistan. So that 

researchers have an opportunity to perform the same study on other private and public 

sector organizational contexts. A cross-sectional approach was used to evaluate the 

actions of adopted variables, so other searchers can use a longitudinal approach and 

conclude the different results in the future. It is recommended that more positive and 

negative outcomes and moderating variables be used to enhance the knowledge regarding 

adverse behavior of abusive supervision. Such work can add support to the literature on 

Abusive Supervision and Employee’s Creativity and those factors that can minimize the 

adverse outcomes or improve organizational performance. 

REFERENCES: 

 

Agnihotri, R., Rapp, A. A., Andzulis, J. M., & Gabler, C. B. (2014). Examining the 

drivers and performance implications of boundary spanner creativity. Journal of 

Service Research, 17(2), 164-181.  

Ahmad, A., & Omar, Z. (2013). Abusive supervision and deviant workplace behavior: 

The mediating role of work-family conflict. The Journal of Human Resource and 

Adult Learning, 9(2), 124.  

Albert, R. M., Weiner, S., Bar-Yosef, O., & Meignen, L. (2000). Phytoliths in the Middle 

Palaeolithic deposits of Kebara Cave, Mt Carmel, Israel: study of the plant 

materials used for fuel and other purposes. Journal of Archaeological Science, 

27(10), 931-947.  

Amabile, T. M. (1983). The social psychology of creativity: A componential 

conceptualization. Journal of personality and social psychology, 45(2), 357.  

Amabile, T. M. (1988). A model of creativity and innovation in organizations. Research 

in organizational behavior, 10(1), 123-167.  

Amabile, T. M. (1996). Creativity and innovation in organizations.  

Amabile, T. M., Barsade, S. G., Mueller, J. S., & Staw, B. M. (2005). Affect and 

creativity at work. Administrative Science Quarterly, 50(3), 367-403.  

Amabile, T. M., Schatzel, E. A., Moneta, G. B., & Kramer, S. J. (2004). Leader behaviors 

and the work environment for creativity: Perceived leader support. The 

Leadership Quarterly, 15(1), 5-32.  

Anderson, N., De Dreu, C. K., & Nijstad, B. A. (2004). The routinization of innovation 

research: A constructively critical review of the state‐of‐the‐science. Journal of 

Organizational Behavior, 25(2), 147-173.  

Archer, J., & Coyne, S. M. (2005). An integrated review of indirect, relational, and social 

aggression. Personality and social psychology review, 9(3), 212-230.  



62 | P a g e  
 

Aryee, S., Chen, Z. X., Sun, L.-Y., & Debrah, Y. A. (2007). Antecedents and outcomes 

of abusive supervision: test of a trickle-down model. Journal of applied 

psychology, 92(1), 191.  

Aryee, S., Sun, L. Y., Chen, Z. X. G., & Debrah, Y. A. (2008). Abusive supervision and 

contextual performance: The mediating role of emotional exhaustion and the 

moderating role of work unit structure. Management and Organization Review, 

4(3), 393-411.  

Ashforth, B. E., Harrison, S. H., & Corley, K. G. (2008). Identification in organizations: 

An examination of four fundamental questions. Journal of management, 34(3), 

325-374.  

Ashforth, B. E., & Mael, F. (1989). Social identity theory and the organization. Academy 

of management review, 14(1), 20-39.  

Avolio, B. J., Walumbwa, F. O., & Weber, T. J. (2009). Leadership: Current theories, 

research, and future directions. Annual review of psychology, 60, 421-449.  

Bamberger, P. A., & Bacharach, S. B. (2006). Abusive supervision and subordinate 

problem drinking: Taking resistance, stress and subordinate personality into 

account. Human Relations, 59(6), 723-752.  

Barnes, C. M., Lucianetti, L., Bhave, D. P., & Christian, M. S. (2015). “You wouldn’t 

like me when I’m sleepy”: Leaders’ sleep, daily abusive supervision, and work 

unit engagement. Academy of Management Journal, 58(5), 1419-1437.  

Bass, B. M. (1960). Leadership, psychology, and organizational behavior.  

Baumeister, R. F., Bratslavsky, E., Finkenauer, C., & Vohs, K. D. (2001). Bad is stronger 

than good. Review of general psychology, 5(4), 323-370.  

Belschak, F. D., Den Hartog, D. N., & Fay, D. (2010). Exploring positive, negative and 

context‐dependent aspects of proactive behaviors at work: Wiley Online Library. 

Bennett, R. J., & Robinson, S. L. (2003). The past, present, and future of workplace 

deviance research.  

Berscheid, E., & Reis, H. T. (1998). Attraction and close relationships.  

Bies, R. J., Barclay, L. J., Tripp, T. M., & Aquino, K. (2016). A systems perspective on 

forgiveness in organizations. The Academy of Management Annals, 10(1), 245-

318.  

Bies, R. J., & Tripp, T. M. (1996). Beyond distrust. Trust in organizations, 246-260.  

Bies, R. J., & Tripp, T. M. (1998). Revenge in organizations: The good, the bad, and the 

ugly.  

Blau, P. M. (1964). Social exchange theory. Retrieved September, 3(2007), 62.  

Boerner, S., Eisenbeiss, S. A., & Griesser, D. (2007). Follower behavior and 

organizational performance: The impact of transformational leaders. Journal of 

Leadership & Organizational Studies, 13(3), 15-26.  

Bollen, K. A., & Hoyle, R. H. (1990). Perceived cohesion: A conceptual and empirical 

examination. Social forces, 69(2), 479-504.  

Bommer, W. H., Johnson, J. L., Rich, G. A., Podsakoff, P. M., & MacKenzie, S. B. 

(1995). On the interchangeability of objective and subjective measures of 

employee performance: A meta‐analysis. Personnel psychology, 48(3), 587-605.  

Borman, W. C., & Motowidlo, S. J. (1997). Task performance and contextual 

performance: The meaning for personnel selection research. Human performance, 

10(2), 99-109.  



63 | P a g e  
 

Boroş, S., Curşeu, P. L., & Miclea, M. (2011). Integrative tests of a multidimensional 

model of organizational identification. Social Psychology.  

Bowling, N. A., & Beehr, T. A. (2006). Workplace harassment from the victim's 

perspective: a theoretical model and meta-analysis. Journal of applied 

psychology, 91(5), 998.  

Brees, J., Martinko, M., & Harvey, P. (2016). Abusive supervision: subordinate 

personality or supervisor behavior? Journal of Managerial Psychology.  

Burke, K. (1969). A rhetoric of motives: Univ of California Press. 

Cai, J., Morris, A., Hohensee, C., Hwang, S., Robison, V., Cirillo, M., . . . Hiebert, J. 

(2019). Theoretical framing as justifying. Journal for Research in Mathematics 

Education, 50(3), 218-224.  

Camps, J., Decoster, S., & Stouten, J. (2012). My share is fair, so i don’t care. Journal of 

Personnel Psychology.  

Carl, D., Gupta, V., & Javidan, M. (2004). Power distance. Culture, leadership, and 

organizations: The GLOBE study of, 62(2004), 513-563.  

Carlson, D. S., Ferguson, M., Perrewé, P. L., & Whitten, D. (2011). The fallout from 

abusive supervision: An examination of subordinates and their partners. 

Personnel psychology, 64(4), 937-961.  

Chan, M. E., & McAllister, D. J. (2014). Abusive supervision through the lens of 

employee state paranoia. Academy of management review, 39(1), 44-66.  

Cheney, G., & Tompkins, P. K. (1987). Coming to terms with organizational 

identification and commitment. Communication Studies, 38(1), 1-15.  

Cheng, V. M. (2010). Tensions and dilemmas of teachers in creativity reform in a 

Chinese context. Thinking skills and creativity, 5(3), 120-137.  

Connaughton, S. L., & Daly, J. A. (2004). Identification with leader: A comparison of 

perceptions of identification among geographically dispersed and co‐located 

teams. Corporate Communications: An International Journal.  

Cropanzano, R., & Mitchell, M. S. (2005). Social exchange theory: An interdisciplinary 

review. Journal of management, 31(6), 874-900.  

De Cremer, D. (2003). Why inconsistent leadership is regarded as procedurally unfair: 

the importance of social self‐esteem concerns. European Journal of Social 

Psychology, 33(4), 535-550.  

Deci, E. L., & Ryan, R. M. (1985). Self-determination and intrinsic motivation in human 

behavior. EL Deci, RM Ryan.–1985.  

Decoster, S., Camps, J., Stouten, J., Vandevyvere, L., & Tripp, T. M. (2013). Standing by 

your organization: The impact of organizational identification and abusive 

supervision on followers’ perceived cohesion and tendency to gossip. Journal of 

Business Ethics, 118(3), 623-634.  

Detert, J. R., Trevino, L. K., Burris, E. R., & Andiappan, M. (2007). Managerial modes 

of influence and counterproductivity in organizations: A longitudinal business-

unit-level investigation. Journal of applied psychology, 92(4), 993.  

Duffy, M. K., Ganster, D. C., & Pagon, M. (2002). Social undermining in the workplace. 

Academy of Management Journal, 45(2), 331-351.  

Dukerich, J. M., Golden, B. R., & Shortell, S. M. (2002). Beauty is in the eye of the 

beholder: The impact of organizational identification, identity, and image on the 



64 | P a g e  
 

cooperative behaviors of physicians. Administrative Science Quarterly, 47(3), 

507-533.  

Dulebohn, J. H., Bommer, W. H., Liden, R. C., Brouer, R. L., & Ferris, G. R. (2012). A 

meta-analysis of antecedents and consequences of leader-member exchange: 

Integrating the past with an eye toward the future. Journal of management, 38(6), 

1715-1759.  

Dupré, K. E., Inness, M., Connelly, C. E., Barling, J., & Hoption, C. (2006). Workplace 

aggression in teenage part-time employees. Journal of applied psychology, 91(5), 

987.  

Dutton, J. E., & Dukerich, J. M. (1991). Keeping an eye on the mirror: Image and identity 

in organizational adaptation. Academy of Management Journal, 34(3), 517-554.  

Dutton, J. E., Dukerich, J. M., & Harquail, C. V. (1994). Organizational images and 

member identification. Administrative Science Quarterly, 239-263.  

Ellemers, N., De Gilder, D., & Haslam, S. A. (2004). Motivating individuals and groups 

at work: A social identity perspective on leadership and group performance. 

Academy of management review, 29(3), 459-478.  

Epitropaki, O., & Martin, R. (2005). From ideal to real: a longitudinal study of the role of 

implicit leadership theories on leader-member exchanges and employee 

outcomes. Journal of applied psychology, 90(4), 659.  

Farmer, S. M., Tierney, P., & Kung-Mcintyre, K. (2003). Employee creativity in Taiwan: 

An application of role identity theory. Academy of Management Journal, 46(5), 

618-630.  

Ferris, G. R., Zinko, R., Brouer, R. L., Buckley, M. R., & Harvey, M. G. (2007). 

Strategic bullying as a supplementary, balanced perspective on destructive 

leadership. The Leadership Quarterly, 18(3), 195-206.  

Frazier, M. L., & Fainshmidt, S. (2012). Voice climate, work outcomes, and the 

mediating role of psychological empowerment: A multilevel examination. Group 

& Organization Management, 37(6), 691-715.  

Frost, G. J. (2004). The spa as a model of an optimal healing environment. Journal of 

Alternative & Complementary Medicine, 10(Supplement 1), S-85-S-92.  

Ganster, D. C., & Rosen, C. C. (2013). Work stress and employee health: A 

multidisciplinary review. Journal of management, 39(5), 1085-1122.  

George, J. M., & Zhou, J. (2002). Understanding when bad moods foster creativity and 

good ones don't: the role of context and clarity of feelings. Journal of applied 

psychology, 87(4), 687.  

George, J. M., & Zhou, J. (2007). Dual tuning in a supportive context: Joint contributions 

of positive mood, negative mood, and supervisory behaviors to employee 

creativity. Academy of Management Journal, 50(3), 605-622.  

Gu, J., Song, J., & Wu, J. (2016). Abusive supervision and employee creativity in China 

Departmental identification as mediator and face as moderator. Leadership & 

Organization Development Journal, 37(8), 1187-1204.  

Hackney, K. J., & Perrewé, P. L. (2018). A review of abusive behaviors at work: The 

development of a process model for studying abuse. Organizational Psychology 

Review, 8(1), 70-92.  



65 | P a g e  
 

Hammond, M. M., Neff, N. L., Farr, J. L., Schwall, A. R., & Zhao, X. (2011). Predictors 

of individual-level innovation at work: A meta-analysis. Psychology of Aesthetics, 

Creativity, and the Arts, 5(1), 90.  

Han, G. H., Harms, P., & Bai, Y. (2017). Nightmare bosses: The impact of abusive 

supervision on employees’ sleep, emotions, and creativity. Journal of Business 

Ethics, 145(1), 21-31.  

Hanif, M. Z., Ghesani, M., Shah, A. A., & Kasai, T. (2004). F-18 fluorodeoxyglucose 

uptake in atherosclerotic plaque in the mediastinum mimicking malignancy: 

another potential for error. Clinical nuclear medicine, 29(2), 93-95.  

Harris, K. J., Kacmar, K. M., & Zivnuska, S. (2007). An investigation of abusive 

supervision as a predictor of performance and the meaning of work as a 

moderator of the relationship. The Leadership Quarterly, 18(3), 252-263.  

Harvey, P., Harris, K. J., Gillis, W. E., & Martinko, M. J. (2014). Abusive supervision 

and the entitled employee. The Leadership Quarterly, 25(2), 204-217.  

Hershcovis, M. S., & Barling, J. (2010). Towards a multi‐foci approach to workplace 

aggression: A meta‐analytic review of outcomes from different perpetrators. 

Journal of Organizational Behavior, 31(1), 24-44.  

Hobman, E. V., Jackson, C. J., Jimmieson, N. L., & Martin, R. (2011). The effects of 

transformational leadership behaviors on follower outcomes: An identity-based 

analysis. European Journal of Work and Organizational Psychology, 20(4), 553-

580.  

Hogan, R., Curphy, G. J., & Hogan, J. (1994). What we know about leadership: 

Effectiveness and personality. American psychologist, 49(6), 493.  

Hon, A. H. (2013). Does job creativity requirement improve service performance? A 

multilevel analysis of work stress and service environment. International Journal 

of Hospitality Management, 35, 161-170.  

Hon, A. H., & Lu, L. (2015). Are we paid to be creative? The effect of compensation gap 

on creativity in an expatriate context. Journal of World Business, 50(1), 159-167.  

Hoobler, J. M., & Brass, D. J. (2006). Abusive supervision and family undermining as 

displaced aggression. Journal of applied psychology, 91(5), 1125.  

Hornstein, H. A. (1996). Brutal bosses and their prey: Riverhead books. 

Howell, P. (1988). Prediction of P-center location from the distribution of energy in the 

amplitude envelope: II. Perception & psychophysics, 43(1), 99-99.  

Hu, H.-H. (2012). The influence of employee emotional intelligence on coping with 

supervisor abuse in a banking context. Social Behavior and Personality: an 

international journal, 40(5), 863-874.  

Ilies, R., Nahrgang, J. D., & Morgeson, F. P. (2007). Leader-member exchange and 

citizenship behaviors: A meta-analysis. Journal of applied psychology, 92(1), 

269.  

Inness, M., Barling, J., & Turner, N. (2005). Understanding supervisor-targeted 

aggression: A within-person, between-jobs design. Journal of applied psychology, 

90(4), 731.  

Jahanzeb, S., Fatima, T., Bouckenooghe, D., & Bashir, F. (2019). The knowledge hiding 

link: a moderated mediation model of how abusive supervision affects employee 

creativity. European Journal of Work and Organizational Psychology, 28(6), 810-

819.  



66 | P a g e  
 

Janssen, D., Schlegel, T., Wissen, M., & Ziegler, J. (2003). MetaCharts-Using creativity 

methods in a CSCW environment. Human-Computer Interaction Theory and 

Practice (Part II), 939-943.  

Javaid, A. (2018). Out of place: Sexualities, sexual violence, and heteronormativity. 

Aggression and Violent Behavior, 39, 83-89.  

Jiang, W., & Gu, Q. (2016). How abusive supervision and abusive supervisory climate 

influence salesperson creativity and sales team effectiveness in China. 

Management Decision.  

Joo, B.-K., McLean, G. N., & Yang, B. (2013). Creativity and human resource 

development: An integrative literature review and a conceptual framework for 

future research. Human Resource Development Review, 12(4), 390-421.  

Kagan, J. (1958). The concept of identification. Psychological review, 65(5), 296.  

Kark, R., & Carmeli, A. (2009). Alive and creating: The mediating role of vitality and 

aliveness in the relationship between psychological safety and creative work 

involvement. Journal of Organizational Behavior: The International Journal of 

Industrial, Occupational and Organizational Psychology and Behavior, 30(6), 

785-804.  

Kark, R., & Shamir, B. (2002). THE INFLUENCE OF TRANSFORMATIONAL 

LEADERSHIP ON FOLLOWERS'RELATIONAL VERSUS COLLECTIVE SELF-

CONCEPT. Paper presented at the Academy of management proceedings. 

Kark, R., Shamir, B., & Chen, G. (2003). The two faces of transformational leadership: 

Empowerment and dependency. Journal of applied psychology, 88(2), 246.  

Kelman, H. C. (1958). Compliance, identification, and internalization three processes of 

attitude change. Journal of conflict resolution, 2(1), 51-60.  

Kermond, C., & Schaubroeck, J. (2015). Abusive supervision. International encyclopedia 

of the social & behavioral sciences, 701-708.  

Kernan, M. C., Watson, S., Chen, F. F., & Kim, T. G. (2011). How cultural values affect 

the impact of abusive supervision on worker attitudes. Cross Cultural 

Management: An International Journal.  

Khazanchi, S., & Masterson, S. S. (2011). Who and what is fair matters: A multi‐foci 

social exchange model of creativity. Journal of Organizational Behavior, 32(1), 

86-106.  

Kim, S. L., Lee, S., & Yun, S. (2016). Abusive supervision, knowledge sharing, and 

individual factors. Journal of Managerial Psychology.  

Kirton, M. (1976). Adaptors and innovators: A description and measure. Journal of 

applied psychology, 61(5), 622.  

Lambert, E. G., Hogan, N. L., Barton-Bellessa, S. M., & Jiang, S. (2012). Examining the 

relationship between supervisor and management trust and job burnout among 

correctional staff. Criminal Justice and Behavior, 39(7), 938-957.  

Lee, S., Yun, S., & Srivastava, A. (2013). Evidence for a curvilinear relationship between 

abusive supervision and creativity in South Korea. The Leadership Quarterly, 

24(5), 724-731.  

Lee, T. W., & Mitchell, T. R. (1994). An alternative approach: The unfolding model of 

voluntary employee turnover. Academy of management review, 19(1), 51-89.  

Li, Y., Wang, Z., Yang, L.-Q., & Liu, S. (2016). The crossover of psychological distress 

from leaders to subordinates in teams: The role of abusive supervision, 



67 | P a g e  
 

psychological capital, and team performance. Journal of Occupational Health 

Psychology, 21(2), 142.  

Lian, H., Ferris, D. L., & Brown, D. J. (2012a). Does power distance exacerbate or 

mitigate the effects of abusive supervision? It depends on the outcome. Journal of 

applied psychology, 97(1), 107.  

Lian, H., Ferris, D. L., & Brown, D. J. (2012b). Does taking the good with the bad make 

things worse? How abusive supervision and leader–member exchange interact to 

impact need satisfaction and organizational deviance. Organizational behavior 

and human decision processes, 117(1), 41-52.  

Liao, H., Liu, D., & Loi, R. (2010). Looking at both sides of the social exchange coin: A 

social cognitive perspective on the joint effects of relationship quality and 

differentiation on creativity. Academy of Management Journal, 53(5), 1090-1109.  

Lin, W., Wang, L., & Chen, S. (2013). Abusive supervision and employee well‐being: 

The moderating effect of power distance orientation. Applied Psychology, 62(2), 

308-329.  

Liu, D., Liao, H., & Loi, R. (2012). The dark side of leadership: A three-level 

investigation of the cascading effect of abusive supervision on employee 

creativity. Academy of management journal, 55(5), 1187-1212.  

Liu, W., Zhang, P., Liao, J., Hao, P., & Mao, J. (2016). Abusive supervision and 

employee creativity. Management Decision.  

Lord, J., Ochocka, J., Czarny, W., & MacGillivary, H. (1998). Analysis of change within 

a mental health organization: A participatory process. Psychiatric Rehabilitation 

Journal, 21(4), 327.  

Lord, R. G., & Brown, D. J. (2001). Leadership, values, and subordinate self-concepts. 

The Leadership Quarterly, 12(2), 133-152.  

Lord, R. G., Brown, D. J., & Freiberg, S. J. (1999). Understanding the dynamics of 

leadership: The role of follower self-concepts in the leader/follower relationship. 

Organizational behavior and human decision processes, 78(3), 167-203.  

Mackey, J. D., Frieder, R. E., Brees, J. R., & Martinko, M. J. (2017). Abusive 

supervision: A meta-analysis and empirical review. Journal of management, 

43(6), 1940-1965.  

Mackey, J. D., Frieder, R. E., Perrewé, P. L., Gallagher, V. C., & Brymer, R. A. (2015). 

Empowered employees as social deviants: The role of abusive supervision. 

Journal of Business and Psychology, 30(1), 149-162.  

Madjar, N. (2008). Emotional and informational support from different sources and 

employee creativity. Journal of Occupational and Organizational Psychology, 

81(1), 83-100.  

Mael, F., & Ashforth, B. E. (1992). Alumni and their alma mater: A partial test of the 

reformulated model of organizational identification. Journal of Organizational 

Behavior, 13(2), 103-123.  

Malhotra, P., Vig, L., Shroff, G., & Agarwal, P. (2015). Long short term memory 

networks for anomaly detection in time series. Paper presented at the Proceedings. 

Martinko, M. J., Harvey, P., Brees, J. R., & Mackey, J. (2013). A review of abusive 

supervision research. Journal of Organizational Behavior, 34(S1), S120-S137.  



68 | P a g e  
 

Martinko, M. J., Harvey, P., Sikora, D., & Douglas, S. C. (2011). Perceptions of abusive 

supervision: The role of subordinates' attribution styles. The Leadership 

Quarterly, 22(4), 751-764.  

Matzler, K., & Mueller, J. (2011). Antecedents of knowledge sharing–Examining the 

influence of learning and performance orientation. Journal of Economic 

Psychology, 32(3), 317-329.  

Mitchell, M. S., & Ambrose, M. L. (2007). Abusive supervision and workplace deviance 

and the moderating effects of negative reciprocity beliefs. Journal of applied 

psychology, 92(4), 1159.  

Mitchell, M. S., Vogel, R. M., & Folger, R. (2015). Third parties’ reactions to the abusive 

supervision of coworkers. Journal of applied psychology, 100(4), 1040.  

Mullen, B., & Copper, C. (1994). The relation between group cohesiveness and 

performance: An integration. Psychological bulletin, 115(2), 210.  

Mumford, M. D., Scott, G. M., Gaddis, B., & Strange, J. M. (2002). Leading creative 

people: Orchestrating expertise and relationships. The Leadership Quarterly, 

13(6), 705-750.  

Namie, G., & Namie, R. (2009). US Workplace bullying: Some basic considerations and 

consultation interventions. Consulting Psychology Journal: Practice and 

Research, 61(3), 202.  

Newman, A., Herman, H., Schwarz, G., & Nielsen, I. (2018). The effects of employees' 

creative self-efficacy on innovative behavior: The role of entrepreneurial 

leadership. Journal of Business Research, 89, 1-9.  

Niu, W., Yuan, Q., Qian, S., & Liu, Z. (2018). Authentic leadership and employee job 

behaviors: The mediating role of relational and organizational identification and 

the moderating role of LMX. Current Psychology, 37(4), 982-994.  

Organ, D. W. (1997). Organizational citizenship behavior: It's construct clean-up time. 

Human performance, 10(2), 85-97.  

Peng, A. C., Schaubroeck, J. M., & Li, Y. (2014). Social exchange implications of own 

and coworkers' experiences of supervisory abuse. Academy of Management 

Journal, 57(5), 1385-1405.  

Podsakoff, P. M., MacKenzie, S. B., Lee, J.-Y., & Podsakoff, N. P. (2003). Common 

method biases in behavioral research: a critical review of the literature and 

recommended remedies. Journal of applied psychology, 88(5), 879.  

Porath, C. L., & Erez, A. (2007). Does rudeness really matter? The effects of rudeness on 

task performance and helpfulness. Academy of Management Journal, 50(5), 1181-

1197.  

Price, J. L., & Mueller, C. W. (1981). A causal model of turnover for nurses. Academy of 

Management Journal, 24(3), 543-565.  

Rafferty, A. E., & Restubog, S. L. D. (2011). The influence of abusive supervisors on 

followers' organizational citizenship behaviors: The hidden costs of abusive 

supervision. British Journal of Management, 22(2), 270-285.  

Reiter-Palmon, R. (2011). Introduction to special issue: The psychology of creativity and 

innovation in the workplace. Psychology of Aesthetics, Creativity, and the Arts, 

5(1), 1.  



69 | P a g e  
 

Restubog, S. L. D., Scott, K. L., & Zagenczyk, T. J. (2011). When distress hits home: 

The role of contextual factors and psychological distress in predicting employees' 

responses to abusive supervision. Journal of applied psychology, 96(4), 713.  

Robinson, S. L., & Bennett, R. J. (1995). A typology of deviant workplace behaviors: A 

multidimensional scaling study. Academy of Management Journal, 38(2), 555-

572.  

Robinson, S. L., & Greenberg, J. (1998). Employees behaving badly: Dimensions, 

determinants and dilemmas in the study of workplace deviance. Journal of 

Organizational Behavior (1986-1998), 1.  

Rodgers, M. S., Sauer, S. J., & Proell, C. A. (2013). The lion's share: The impact of credit 

expectations and credit allocations on commitment to leaders. The Leadership 

Quarterly, 24(1), 80-93.  

Ryan, R. M., & Deci, E. L. (2000). The darker and brighter sides of human existence: 

Basic psychological needs as a unifying concept. Psychological inquiry, 11(4), 

319-338.  

Sagiv, L., Arieli, S., Goldenberg, J., & Goldschmidt, A. (2010). Structure and freedom in 

creativity: The interplay between externally imposed structure and personal 

cognitive style. Journal of Organizational Behavior, 31(8), 1086-1110.  

Scott, D., Kraft, M., Carmi, R., Ramesh, A., Elbedour, K., Yairi, Y., . . . Mueller, R. 

(1998). Identification of mutations in the connexin 26 gene that cause autosomal 

recessive nonsyndromic hearing loss. Human mutation, 11(5), 387-394.  

Shader, K., Broome, M. E., Broome, C. D., West, M. E., & Nash, M. (2001). Factors 

influencing satisfaction and anticipated turnover for nurses in an academic 

medical center. JONA: The Journal of Nursing Administration, 31(4), 210-216.  

Shalley, C. E., Gilson, L. L., & Blum, T. C. (2009). Interactive effects of growth need 

strength, work context, and job complexity on self-reported creative performance. 

Academy of Management Journal, 52(3), 489-505.  

Shalley, C. E., Zhou, J., & Oldham, G. R. (2004). The effects of personal and contextual 

characteristics on creativity: Where should we go from here? Journal of 

management, 30(6), 933-958.  

Shamir, B., House, R. J., & Arthur, M. B. (1993). The motivational effects of charismatic 

leadership: A self-concept based theory. Organization science, 4(4), 577-594.  

Shamir, B., Zakay, E., Breinin, E., & Popper, M. (1998). Correlates of charismatic leader 

behavior in military units: Subordinates' attitudes, unit characteristics, and 

superiors' appraisals of leader performance. Academy of Management Journal, 

41(4), 387-409.  

Shin, S. J., & Zhou, J. (2003). Transformational leadership, conservation, and creativity: 

Evidence from Korea. Academy of Management Journal, 46(6), 703-714.  

Shoss, M. K., Eisenberger, R., Restubog, S. L. D., & Zagenczyk, T. J. (2013). Blaming 

the organization for abusive supervision: The roles of perceived organizational 

support and supervisor's organizational embodiment. Journal of applied 

psychology, 98(1), 158.  

Sluss, D. M., & Ashforth, B. E. (2007). Relational identity and identification: Defining 

ourselves through work relationships. Academy of management review, 32(1), 9-

32.  



70 | P a g e  
 

Stogdill, R. M. (1972). Group productivity, drive, and cohesiveness. Organizational 

Behavior & Human Performance.  

Stouten, J., De Cremer, D., & Van Dijk, E. (2005). All is well that ends well, at least for 

proselfs: Emotional reactions to equality violation as a function of social value 

orientation. European Journal of Social Psychology, 35(6), 767-783.  

Stouten, J., & Tripp, T. M. (2009). Claiming more than equality: Should leaders ask for 

forgiveness? The Leadership Quarterly, 20(3), 287-298.  

Sully De Luque, M. F., & Sommer, S. M. (2000). The impact of culture on feedback-

seeking behavior: An integrated model and propositions. Academy of management 

review, 25(4), 829-849.  

Tahira, B., Saif, N., Haroon, M., & Ali, S. (2019). Relationship between big five 

personality model and abusive supervision. Abasyn University Journal of Social 

Sciences, 12(2).  

Tajfel, H., Turner, J. C., Austin, W. G., & Worchel, S. (1979). An integrative theory of 

intergroup conflict. Organizational identity: A reader, 56(65), 9780203505984-

9780203505916.  

Tajfel, H. E. (1978). Differentiation between social groups: Studies in the social 

psychology of intergroup relations: Academic Press. 

Tajfel, H. T., & Turner, J. JC (1986). The social identity theory of intergroup behavior. 

Psychology of intergroup relations, 7-24.  

Tepper, B., Carr, J., Breaux, D., & Geider, S. H. C., & Hua, W.(2009). Abusive 

supervision, intentions to quit, and employees.  

Tepper, B. J. (2000). Consequences of abusive supervision. Academy of Management 

Journal, 43(2), 178-190.  

Tepper, B. J. (2007). Abusive supervision in work organizations: Review, synthesis, and 

research agenda. Journal of management, 33(3), 261-289.  

Tepper, B. J., Duffy, M. K., Henle, C. A., & Lambert, L. S. (2006). Procedural injustice, 

victim precipitation, and abusive supervision. Personnel psychology, 59(1), 101-

123.  

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

Abusive supervision and subordinates' organization deviance. Journal of applied 

psychology, 93(4), 721.  

Tepper, B. J., Moss, S. E., & Duffy, M. K. (2011). Predictors of abusive supervision: 

Supervisor perceptions of deep-level dissimilarity, relationship conflict, and 

subordinate performance. Academy of Management Journal, 54(2), 279-294.  

Thatcher, S. M., & Brown, S. A. (2010). Individual creativity in teams: The importance 

of communication media mix. Decision Support Systems, 49(3), 290-300.  

Thau, S., & Mitchell, M. S. (2010). Self-gain or self-regulation impairment? Tests of 

competing explanations of the supervisor abuse and employee deviance 

relationship through perceptions of distributive justice. Journal of applied 

psychology, 95(6), 1009.  

Thibaut, J. W. (2017). The social psychology of groups: Routledge. 

Tierney, W. G. (2008). The impact of culture on organizational decision-making: Theory 

and practice in higher education: Stylus Publishing, LLC. 

Trepte, S., & Loy, L. S. (2017). Social identity theory and self‐categorization theory. The 

international encyclopedia of media effects, 1-13.  



71 | P a g e  
 

Turner, J. C. (1982). Towards a cognitive redefinition of the social group. Social identity 

and intergroup relations, 1(2), 15-40.  

Uhl-Bien, M., & Carsten, M. K. (2007). Being ethical when the boss is not.  

Van Dick, R., Grojean, M. W., Christ, O., & Wieseke, J. (2006). Identity and the extra 

mile: Relationships between organizational identification and organizational 

citizenship behavior. British Journal of Management.  

Van Dick, R., Hirst, G., Grojean, M. W., & Wieseke, J. (2007). Relationships between 

leader and follower organizational identification and implications for follower 

attitudes and behavior. Journal of Occupational and Organizational Psychology, 

80(1), 133-150.  

Van Dick, R., & Wagner, U. (2002). Social identification among school teachers: 

Dimensions, foci, and correlates. European Journal of Work and Organizational 

Psychology, 11(2), 129-149.  

Van Knippenberg, D., Van Knippenberg, B., De Cremer, D., & Hogg, M. A. (2004). 

Leadership, self, and identity: A review and research agenda. The Leadership 

Quarterly, 15(6), 825-856.  

Van Knippenberg, D., & Van Schie, E. C. (2000). Foci and correlates of organizational 

identification. Journal of Occupational and Organizational Psychology, 73(2), 

137-147.  

Walter, F., Lam, C. K., Van Der Vegt, G. S., Huang, X., & Miao, Q. (2015). Abusive 

supervision and subordinate performance: Instrumentality considerations in the 

emergence and consequences of abusive supervision. Journal of applied 

psychology, 100(4), 1056.  

Walumbwa, F. O., Avolio, B. J., & Zhu, W. (2008). How transformational leadership 

weaves its influence on individual job performance: The role of identification and 

efficacy beliefs. Personnel psychology, 61(4), 793-825.  

Wang, W., Mao, J., Wu, W., & Liu, J. (2012). Abusive supervision and workplace 

deviance: The mediating role of interactional justice and the moderating role of 

power distance. Asia Pacific Journal of Human Resources, 50(1), 43-60.  

Wech, B. A., Mossholder, K. W., Steel, R. P., & Bennett, N. (1998). Does work group 

cohesiveness affect individuals' performance and organizational commitment? A 

cross-level examination. Small Group Research, 29(4), 472-494.  

Wheeler, A. R., Halbesleben, J. R., & Whitman, M. V. (2013). The interactive effects of 

abusive supervision and entitlement on emotional exhaustion and co‐worker 

abuse. Journal of Occupational and Organizational Psychology, 86(4), 477-496.  

Whetten, D. A. (1989). What constitutes a theoretical contribution? Academy of 

management review, 14(4), 490-495.  

Wu, C., Neubert, M. J., & Yi, X. (2007). Transformational leadership, cohesion 

perceptions, and employee cynicism about organizational change: The mediating 

role of justice perceptions. The Journal of Applied Behavioral Science, 43(3), 

327-351.  

Wu, L. Z., Yim, F. H. k., Kwan, H. K., & Zhang, X. (2012). Coping with workplace 

ostracism: The roles of ingratiation and political skill in employee psychological 

distress. Journal of Management Studies, 49(1), 178-199.  



72 | P a g e  
 

Xu, E., Huang, X., Lam, C. K., & Miao, Q. (2012). Abusive supervision and work 

behaviors: The mediating role of LMX. Journal of Organizational Behavior, 

33(4), 531-543.  

Yoshida, D. T., Sendjaya, S., Hirst, G., & Cooper, B. (2014). Does servant leadership 

foster creativity and innovation? A multi-level mediation study of identification 

and prototypicality. Journal of Business Research, 67(7), 1395-1404.  

Yukl, G. (1999). An evaluation of conceptual weaknesses in transformational and 

charismatic leadership theories. The Leadership Quarterly, 10(2), 285-305.  

Zellars, K. L., Tepper, B. J., & Duffy, M. K. (2002). Abusive supervision and 

subordinates' organizational citizenship behavior. Journal of applied psychology, 

87(6), 1068.  

Zhang, H., Kwan, H. K., Zhang, X., & Wu, L.-Z. (2014). High core self-evaluators 

maintain creativity: A motivational model of abusive supervision. Journal of 

Management, 40(4), 1151-1174.  

Zhang, X., & Bartol, K. M. (2010). Linking empowering leadership and employee 

creativity: The influence of psychological empowerment, intrinsic motivation, and 

creative process engagement. Academy of Management Journal, 53(1), 107-128.  

Zhang, X., Zhou, X., Lin, M., & Sun, J. (2018). Shufflenet: An extremely efficient 

convolutional neural network for mobile devices. Paper presented at the 

Proceedings of the IEEE conference on computer vision and pattern recognition. 

Zhang, Y., & Bednall, T. C. (2016). Antecedents of abusive supervision: A meta-analytic 

review. Journal of Business Ethics, 139(3), 455-471.  

Zhang, Y., & Liao, Z. (2015). Consequences of abusive supervision: A meta-analytic 

review. Asia Pacific Journal of Management, 32(4), 959-987.  

Zhou, J. (2003). When the presence of creative coworkers is related to creativity: role of 

supervisor close monitoring, developmental feedback, and creative personality. 

Journal of applied psychology, 88(3), 413.  

Zhou, J., & Shalley, C. E. (2011). Deepening our understanding of creativity in the 

workplace: A review of different approaches to creativity research. APA 

handbook of industrial and organizational psychology, Vol 1: Building and 

developing the organization., 275-302.  

 

 


