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Abstract: The research was designed to find out the impact of abusive supervision on OCB and to see what
mediating role do the three variables i.e. job tension, emotional exhaustion and turnover intention play in the
association of abusive supervision and organizational citizenship behavior. A total of 205 responses were
gathered for the analysis of the study. Analysis was done using Simple regression, Multiple Regression and
Baron and Kenny tests. The results concluded that the mediating variables didn’t have any relationship with the
dependent variable. Due to this no mediation existed among the dependent and independent variable. Abusive
supervision, however, was found to be in a positive relationship with Organizational citizenship behavior. A
positive relationship was also found between abusive supervision and 3 mediating variables ( job tension,
emotional exhaustion and turnover intention).

I.  Introduction

Barney (1991) pointed out three mediums that give competitive advantage to the organization in highly
aggressive atmosphere. These are Human-capital resources, Physical-capital resources and Organization-capital
resources. But the Human-capital resources supports as a crucial function in most advantageous use of the latter
two. The Human-capital resources are interconnected with organization ability to perform as a whole and
contribute excessively in mounting and supporting competitive advantage for the firm. Further, Lusch &
Serpkenci (1990) focuses on the effectual management of these possessions for having a firm position in the
competitive market and to gain a leadership position in industry. Job tension and Emotional Exhaustion and
turnover intention, as mediating variables have many independent variables for example, abusive supervision,
ingratiation, positive affects, organization internal and external environment, peer influences, supervision and so
on. In this study, the researcher has focused the study to examine the effects of abusive supervision on
employees’ pessimistic outcomes.

Supervision means to control LeBlanc & Kelloway,(2002) and lead the things in an organized manner
where as the abusive supervision refers to perceptions of lower staff regarding their supervisor’s nonphysical
unfriendly attitude toward them (Kennedy, Homant & Homant, 2004). Abusive supervision affects both the
employees and the employers (Milam, Spitzmueller & Penney, 2009).

In the past the literature of management has highlighted in majority of cases different fruitful and
constructive management behaviors and their optimistic implications, a minute but upcoming area of research is
focusing on the consequences of unwanted management responses. Research on unwelcomed management
behaviors suggested that these behaviors had an unfavorable impact on employee attitudes (e.g., job satisfaction
and organizational commitment) and employee behaviors (e.g., organizational deviance and organizational
citizenship behaviors; for a full review, Tepper, 2007). These outcomes recommend that a more detailed
consideration of how managerial actions impact the attitude of the employees and behavior should include
investigations of both wanted and unwanted managerial responses.

Abusive Supervision is the significant area to study because various minor acts of workplace
aggression can eventually lead to workplace violence (Baron & Neuman, 1998). This study is an extension in
the model of the Shahid Nawaz Khan, Imran M. Qureshi and Hafiz Israr Ahmad (2010) as a new variable i.e.
organizational citizenship behavior. The study highlights the mediating role of job tension, emotional exhaustion
and turnover intension on the relationships of abusive supervision and organizational citizenship behavior. So
far no one has attempted to identify such mediating role of job tension, emotional exhaustion and turnover
intension on such relationship so the research will definitely provide with a fruitful outcome.

1.2 Problem Statement

This study explore, investigates the mediating role of job tension, emotional exhaustion and turnover
intention between the abusive supervision and organizational citizenship behavior in the banking industry
employees.
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1.3 Objective of the Study
The objectives of the study are:
e To study how abusive supervision and organizational citizenship behavior are related.
e To study the relationship between abusive supervision, job tension, emotional exhaustion, turnover
intention and organizational citizenship behavior.
e To explore how much effect job tension, emotional exhaustion, turnover intention have on
organizational citizenship behaviors of employees
e To explore the mediating role of job tension, emotional exhaustion and turnover intention on the
relationship of abusive supervision and organizational citizenship behavior.

1.4 Significance of the Study

This study would help students and researchers of management sciences and human resource
management. It will help organizations to recognize the link between abusive supervision and negative
employee outcomes and choosing appropriate measures to evaluate and analyze the negative employee
outcomes is the purpose of this paper. If the organization can control the abusive supervision environment, it can
lead to increase employee retention, employee loyalty and citizenship behavior in a long run. Further it would
facilitate the field of human resource and economy as a whole.

Il.  Literature Review

Tepper (2000) used the organizational justice theory to review the abusive supervision by considering
interactional justice and the organizational justice and the positive outcomes of the justice are the job
satisfaction, life satisfaction, organizational commitment whereas an unjust environment results work life
conflict and psychological distress. Meyer and Allen (1991) concluded in their study that the continuous
commitment is the basic need of employees for organizational attachment. when organizations are embedded
with the unjust environment then the employees feel that their work is not recognize by their supervisors and not
worthy for the organization (Konovsky & Cropanzano,1991). The results of the Tepper (1991) showed that
when the attitude of the supervisor is abusive then the employee reported lower job satisfaction, lower
commitment and all the positive factors go against the desired outcomes for the organizations. Bennett et al.
(2009) concluded that the subordinates prefer to be quite rather than to argue when their employers adopt the
abusive behavior. Their results showed a significant positive relationship between the abusive supervision and
the employees’ workplace deviance. They also include in their study that the psychological factor of the
employees also contribute in the reaction towards the abusive supervision of the supervisor. The behaviors that
might b included in the abusive supervision are public criticism, rudeness, breaking promises, inconsiderate
actions and the silent treatment (Bies, 2000). A counterproductive work behavior is the attitude of the
employees that will adversely affect the organization in terms of harming the stakeholders such as clients,
customers, coworkers and supervisor (Spector & Fox, 2005). Jannifer et. Al. (2010) found in their research that
the employee engagement in counterproductive work behavior id related to the interpersonal conflicts in the
workplace. Namie (2003, 2007) says that abusive supervision of the employee leads to the termination of
talented employees voluntarily or involuntarily. Employees coping with the abuse would affect the organization
reputation (Lutgen - Sandvik & McDermut, 2008). The feel of powerless and being control results the
depression and results the aggressive behavior ( Bennet, 1998).

Some researchers consider psychological dysfunction as a stress (Ivancevich & Matteron , 1980 a). Job
stress is when the individual’s feeling conflict with the perceived happening of the organization. Deviation from
the normality creates stress (Margolis & Kroes, 1974). To overcome the stress, stressor must be removed
immediately. Same level of stress may leads to number of different outcomes; considerable things include
intensity of the stress and the duration of the stress. Kumar & Ghadially (1986) used the variables interpersonal
trust, alienation and feeling about job performance. Their relationship with the job stress is positive in case of
alienation whereas the remaining two factors showed negative relation with the job stress. Workplace politics is
also one of the reasons of the job stress reported by many researchers. Gilmore et. Al. (1996) suggested that the
main stressor for the stress is the organizational politics and the work environment conflicts which produce non
supportive outcomes at both individual and the organizational level. Ferris et. al. (1996) also proposed almost
the same results that the job anxiety and the organizational politics are empirically related. Gilmore (1996) tries
to prove that the aggressive behavior in highly political environment organization results individual conflicts
and the groups disharmony. Eran (2000) conducted study on the relationship among the politics, job distress and
aggressive behavior in the organization and concluded that organizational politics is optimistically related to the
job stress and job stress is pessimistically associated to job satisfaction and organizational commitment and the
job stress is significantly related to the aggressive behavior. Cropenzano (1997) concluded in his study that the
consequences of the work stress always have negative impact on the individuals, organizations and on the
economy as a whole.
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Employees become frustrated as they find any negative deviation from their past job performance in their
present performance. Burnout phenomena of the job start with the emotional exhaustion (Gaines & Jermier,
1983; Maslach, 1982). Conflict and ambiguity are the main role stressor of the emotional exhaustion. Boles et
al. (1997) found that only the role conflict shows significantly impacting on the emotional exhaustion. Brown &
Peterson (1993) considered the job satisfaction, job performance, organizational commitment and turnover
intentions are the role stressors that have direct effect on the emotional exhaustion. Singh et. al. a significant
relationship between the role conflict and the sales person job performance. Emotional exhaustion created by the
job performing has two reasons, first is when the employee feel tension and the emotional dissonance and the
second is when the resources are taken away even when the employee playing his part with effort (Wharton,
1993). Emotional dissonance has a direct effect on the emotional exhaustion (Abraham,1998). If internal feeling
is aligned with the expression then the emotional dissonance is less. And if the relationship examined then we
come to know that the relationship between internal feeling and the emotional exhaustion is weaker than the
relationship between artificial behavior and the emotional exhaustion ( Hochschild 1983). Tepper (2000) found
abusive supervision as another factor that is positively related to the emotional exhaustion. Brough & Frame
(2004) consider job satisfaction as the strongest variable that predicts the turnover intentions. According to the
Ashforthe (1997) & Tepper (2000) identified the turnover intention, high level of emotional exhaustion,
organizational commitment and the low level of job satisfaction as the consequences of the abusive supervision.
Turnover is always costly for organizations because the organization needs to hire, train and develop the new
employee (Alexander, Bloom & Nucholas, 1994). The more supervisors adopt the abusive behavior the more
organizational justice would be effected which ultimately results the employee turnover (Tepper, 2000).
Organization citizenship behavior is something beyond the minimum level of the job requirement like
promoting the co-worker, organization’s internal groups and organization as a whole (Lovell, Kahn, Anton,
Davidson, Dowling, et al., 1999). Many studies showed that culture is the main factor of influence on
organizational citizenship behavior (Coyne & Ong, 2007; George & Jones 1997; Lam, Hui & Law, 1999; Paine
& Organ, 2000). Individual perform OCB if this behavior is align with their values (Shamir 1996). Zellar,
Tepper and Duffy (2000) reported a significantly negative relationship between the abusive supervision and the
organization citizenship behavior.
Hence, the projected research model can be applied to analyze the impact of abusive supervision on
organizational citizenship behavior with the mediating role of other three variables (Job tension, Emotional
Exhaustion, Turnover Intension). Subsequent hypothesis are inferred through the theoretical framework.

Job Tension \ —
. - ~ Organizational
Abusive Emotional | __——" | Citizenship Behavior

Supervision Exhaustion

Turnover
Intention

H1: Abusive supervision impacts the job tension positively.

H2: Abusive supervision impacts the emotional exhaustion positively.

H3: Abusive supervision impacts the turnover intention positively.

H4: Abusive supervision has a positive effect on organizational citizenship behavior.

H5: Job Tension has a mediating effect in the relationship of abusive supervision and organizational citizenship
behavior.

H6: Emotional Exhaustion has a mediating effect in the relationship of abusive supervision and organizational
citizenship behavior.

H7: Turnover intension has a mediating effect in the relationship of abusive supervision and OCB.

1. Research Methodology
The current study was cross-sectional and causal in nature. A total of 205 respondents were selected for
this study from banks in twin cities of Pakistan i.e. Rawalpindi and Islamabad. Employees were selected from
Bank Alfalah, Askari Bank Limited, Meezan Bank Limited, NIB Bank, Bank Dubai Islamic and Faysal Bank
Limited. Data was collected through questionnaire. Tepper's (2000) 15-item scale was used to measure abusive
supervision. House & Rizzo's (1972) 7-item subscale was used to measure job tension, Maslach & Jackson's
(1981) 9 scale was used to measure emotional exhaustion whereas three items scale of Tepper, Carr, Breaux,
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Geider, Hu, Hua (2009) was used for measuring Tl . OCB was measured by using the four dimensional scale of
Mooram and Blakely (1992).

IV.  Data Analysis and Discussion
Data was analyzed by using correlation, regression and barron and Kenny tests.
Table 4.1 Multiple Regression Analysis

Job Tension Emotional Turnover Intention Organization
Exhaustion Citizenship Behavior
Abusive Beta t p Beta t p Beta t p Beta t p
Supervision | .669 | 9.136 | 0.00 | .669 | 9.93 | 0.00 | .634 | 831 | 0.00 | -.284 | -3.009 | .003
0 4 0 3 0

Table 4.2 Simple Regression analysis

t Value p Value
Job Tension -.948 .346
Emotional Exhaustion -1.152 .252
Turnover Intension .804 423

Table shows that the first hypothesis of our study is true that a positive relation exists between abusive
supervision and job tension (t=9.136, p< .05). Our second hypothesis, a positive association exists between
abusive supervision and emotional exhaustion, is true (t=9.934, p< .05) through the regression analysis which
showed that abusive supervision is associated with emotional exhaustion with the strength of 66.9% as shown
in table 4.1. Hypothesis 3 of this study proved to be true that there is a positive association between abusive
supervision and turnover intention as (t=8.313, p < .05). Hypothesis 4 was found also true because results of
table 4.1 showed that a positive relationship exists among abusive supervision and organizational citizenship (p
<0.05).

Referring to table 4.2, none of the mediators had any effect on the depending variable. Thus, Baron
and Kenny test could not established for hypothesis 5, 6 and 7 of the study which stated that job tension,
emotional exhaustion and turnover intentions mediates the effect of abusive supervision in organizational
citizenship behavior as no significant effect was found of all mediating variables on the dependent variable.

4.2 Conclusion
The main thought behind this learning was to create the relationship of abusive supervision on OCB regarding
employees of the banking division. This study authenticated that:

e Job Tension, Emotional Exhaustion and turnover intension were not found to be in a relationship with
organizational citizenship behavior. As circumstances of mediation did not occurred therefore, the
mediation test was not applicable on this relationship.

e  Abusive supervision positively relates with Organizational citizenship behavior.

e It was also concluded from the results obtained from the analysis that there is a significant affiliation
among abusive supervision and mediating variables.
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