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ABSTRACT

Abusive supervision is the subordinate’s perception of the extent to which supervisors engage in the
sustained display of hostile, verbal and non-verbal behaviour, excluding physical contact. This study
examines the relationship between abusive supervision and its negative outcomes on employees within
an organization. These negative outcomes include, emotional exhaustion, job tension and turn over
intention. Conservation of resource theory was used in the study. In a style of a quantitative research,
data were collected through convenient sampling technique from two tertiary institutions within Bauchi
State. Out of the 480 questionnaires distributed, only 418 were returned. Data were analyzed using SPSS
and Smart PLS. The research findings show that a positive and significant relationship exist between
abusive supervision and its negative outcomes. It was concluded that, the more the abusive supervision
the more the negative outcomes by employees. The study recommends that future research be geared
towards family problems, financial problems and social problems in relation to the negative employee
outcomes. The study, also recommends the use of a moderator such as self-promotion, exemplification

and a mediator such as organizational culture to determine their adverse effect on abusive supervision.
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1. INTRODUCTION are some negative aspects of supervision which

impact employees and organization’s overall

The idea behind supervision first appeared in an . o .
performance and this negativity is abusive

annual report of presidents (1915) and other .
supervision [4].

reports in administrative officers (1925) [1]. ) L ) )
Abusive supervision is closely associated with

Supervision is an aspect of an expert, technical i i
many negative psychological outcomes such as

service designed to improve the efficiency of i
decreased self-efficacy and helplessness [5-6]. It

groups of workers. Usually supervision focuses ) ) , )
is the subordinate’s perception of the extent to

on time-management and advance planning for . L ) .
which supervisor’s engage in the sustained

any work [2]. However, some studies argued i )
display of hostile, verbal or non-verbal

that it is all about the organization’s strategy to ) ) )
behaviour, without any physical contact [4].

achieve long and short-term goals and . . ) )
Representative behaviors include sabotaging,

objectives [3]. Despite the positive aspects, there
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yelling, ignoring subordinate, publicly insults
and hurting feelings [4, 7-10]. Abusive
supervision has detrimental effect on
indivisual’s personal and professional life.
Victims of supervisory abuse are likely to
experience diminished psychological and
physical wellbeing, which effects their day to
day life style [11-12].

Emotional exhaustion seems similar to stress
reactions, such as fatigue, job burnout and
related depression, psychosomatic complaints
and anxiety [11, 13-22]. It is defined as a chronic
state of emotion and physical depletion [22]. All
these negative outcomes severeliy effects
indivisuals relation with other people at their
work place or residence leading to decrease in
personal an dprofessional performaces [22-26].
Job tension as the psychological reaction of
workers to disturbance in the objective or
perceived work environment. Further, studies
have found that there is relationship between
emotional exhaustion and negative job
conditions, like poor performance, non-
organizational commitment, disinterest in work
or workplace, job dissatisfaction and turnover
[27]. It is closely linked with supervisory abuse
at work because it is affected by aggression of
employees at work, especially when the
aggression is too severe and abusive [28]. The
absue can cause mental disorders and stress-
related somatic symptoms in employees.
According studies the emotional exhaustion is
abusive supervision at work have strong effects
on employee emotions and leads to serious
depression [4, 12, 29]. The supervisory abuse
incites anxiety and tension amongst employees
[30]. In line with COR theory, the present study

argues that abusive supervision is a source of

resource draining for a subordinate and is likely
to be positively related to a subordinate’s
emotional exhaustion. Therefore, the researcher
hypothesized that the perception of abusive
supervision will be positively related with

employee emotional exhaustion.

The mental stress of employess affects and is an
important challenges for organizations affecting
turnover which is very expensive [31]. Abusive
supervision boost employee turnover and can
provoke which strongly affected by actual
turnover [32-34].

The objective of the study is to critically examine
the relationship between abusive supervision
and negative employee outcome in some

tertiary institutions in Bauchi state.

2. METHODS AND MATERIAL

2.1. Research Design

The research was conducted through convenient
sampling techniques from two tertiary
institutions in Bauchi state, Zimbamve. Total of
480 respondents were gathered for the study.
Questionnaires of different parameters was
shared with all the respondents. Out of 480
questionnaires administered, only 418 were

recieved.
2.2. Demographic Characteristics

Demographic characteristic like age, gender,
maritial stauts, academic qualification and
designation were recorded for all the
respondents before to know the frequency of

the results.
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Table 1 a, b, cand d: Questionnaire for different parameters

Table 1a:Statement

AS1 My supervisor ridicules me.
AS2 My supervisor tells me my thought or feelings are stupid
AS3 My supervisor gives me the silent treatment.
AS4 My supervisor lies to me
AS5 My supervisor puts me down in front of others.
AS6 My supervisor invades my privacy.
AS7 My supervisor reminds me of my past mistakes and failures.
AS8 My supervisor does not give me credit for jobs requiring a lot of effort.
AS9 My supervisor blames me to save himself/herself embarrassment.
AS10 My supervisor breaks promise he/she makes.
AS11 My supervisor expresses anger at me when he/she is mad for another reason.
AS12 My supervisor makes negative comments about me to others.
AS13 My supervisor is rude to me.
AS14 My supervisor does not allow me interact with my co-workers.
AS15 My supervisor tells me I am incompetent.

Table 1b: Statement

JT1 My job I do directly affect my health.
JT2 I work under a great deal of tension.
JT3 I have felt fidgety or nervous as a result of my job.
JT4 It I had a different job, my health would probably improve.
JT5 Problems associated with my job have kept me awake at night.
JT6 I have felt nervous before attending meeting in the company.
JT7 [ often “take my job home with me” in the sense that I think about it when doing other
things.
Table 1c: Statement
TI1 It is likely I will actively look for a new job soon.
TI2 I often think of quitting my current job.
TI3 I will probably look for a job in the near future.
Table 1d: Statement
EE1 I feel emotionally worn out from my job.
EE2 I feel I tired at the end of the workday.
EE3 [ feel fatigued when I get up in the morning and have to face another day for work.
EE4 Working with people all day is an effort.
EE5 [ feel burned-out from my job.
EE6 [ feel frustrated at my job.
EE7 [ think I work too much.
EE8 Working directly with people is stressful for me.
EE9 [ feel depleted.

*AB-Abusive supervision, JT-Job tension, EE-Emotional exhaustion, TI- Turn over intention

Strongly disagree 1
Disagree 2
Undecided 3
Agree 4
Strongly agree 5

parameters were set with respective scale and

judged accordingly. Mentioned below are all the
2.3. Research parameters )
parameters for this study:

The questionnarires was prepared by keeping . .
2.3.1.  Abusive supervision
all tye major parameters in mind. The
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The abusive supervision was judged according
to Tepper (2000) [4] with modification. 15 items
were listed for abusive supervision on a 5-point
Likert scale (1= strongly disagree- 5=strongly
agree) (table 1 a).

2.3.2.  Job tension

About 7 items sub-scale of Anxiety-stress
questionnaire on a 5-point Likert scale (1=

strongly disagree- 5= strongly agree) (table 1b).
2.3.3.  Turnover intention

About 3-item scale on a 5-point Likert scale (1 =

strongly disagree - 5 = strongly agree) (table 1c).
2.34. Emotional exhaustion

About 9 item scale on a 5point Likert scale
(1=strongly disagree-5=strongly agree) (table
1d).

2.4. Data Analysis

The data collected from all the questionnaire
were analysed by using SPSS version 16. All the
data were tablutaled and presented for better

understandings.
3. RESULTS AND DISCUSSION

The study was conducted with 480 respondents
from two tertiary institutions in Bauchi state,
Zimbamve. Out of the 480 questionnaires
distributed, only 418 were collected back,
amounting to 87% response rate. Missing data
has been seen to be a problem in most data
analysis. According to previous studies advice
10% is the maximum threshold for missing
values. Out of 14,212 data points, only 1.73 were
found to be missing in the data set, which

constitutes 0.41% of the data set which is far

below the 10% benchmark. Mean substitution
was used by the study to replace the missing
data [35]. The demographic distribution
employed in the study to know about the
distribution (table 2). The gender distribution of
the sampled respondents shows that 73.9% of
the sampled respondents were males, thus
males were more sampled than female
respondents. As presented in the table, it can be
deduced that most of the sampled respondents
of this study, are either between the ages of 26-
35 and ages 36-45, with 35.6% and 24.4%
respectively, therefore most of the respondents
are between ages 26 to 45. The marital status of
respondent’s shows that majority of the
respondents are married which represent
75.3% of the total population. 20.7% are single,
2.6% are widow and 1.4% are divorced. The
designation also shows that most of the
academic staffs were of lecturer 1 and lecturer
11 which represent 39.9% and 20.1%
respectively. The academic qualification in the
table also shows most of the respondent have
M.Sc. as their highest qualification with 68.9% of
the population, 25.6% of the population have
Ph.D., while 5.5% have B.Sc. as their minimum
qualification. Previous researches shows that
age has been used as a control variable because
older employees are not inclined towards actual
turnover and turnover intention [33]. Age and
gender both have some impact on job tension

and emotional exhaustion [23].

Table 3 shows the composite reliability ranges
from 0.825 to 0.940 and AVE of the variables
ranges from 0.543 to 0.798. This implies that the
overall reliability measurement of the
instrument is acceptable in terms of reliability

thus depicting its internal consistency.
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Table 4 presents the result of discriminant
validity. It shows HTMT report, all values are
below the minimum threshold of 0.9 therefore
the construct of the study achieved discriminant
validity. It is important to carry out a
bootstrapping analysis to determine the direct
effect of the independent variable on the
independent variables of the study. Table 5,
shows that abusive supervision has a positive
and significant effect on emotional exhaustion,
significant at (f=0.554, p<0.01). This shows that
when leaders abuse their role in supervision of
subordinate, subordinate becomes emotionally
exhausted. Therefore a 1% increase in abusive
supervision will lead to 55% increase in
emotional exhaustion, thus the stated alternate

hypothesis is supported empirically. The R

square of 0.307 indicate that abusive
supervision account for 30% of emotional
exhaustion, the remaining 70% is accounted for
by other variables not incorporated in the

model.

Similarly, abusive supervision has positive and
significant effect on Job tension at (=0.538,
p<0.01). This indicates that when leaders abuse
their role in supervision of subordinate;
subordinate becomes more tensed on the job.
Therefore, a 1% increase in emotional
exhaustion will lead to 53% increase in job
tension, thus the stated alternate hypothesis is
supported empirically. The R square of 0.289
indicate that abusive supervision account for
28.9% of Job tension, the remaining 71.1% is

accounted for by other variables not

Table 2. Demographic Characteristics of Respondents (n=418)
Characteristics Frequency Percentage Cumulative Percentage
Gender
Male 309 73.9 73.9
Female 109 26.1 100.0
Age Distribution Frequency Percentage Cumulative Percentage
18 -25 46 11.0 11.6
26 -35 149 35.6 46.6
36-45 102 244 71.0
45 and Above 121 29.0 100.0
Marital Status Frequency Percentage Cumulative Percentage
Single 87 20.7 20.7
Married 315 75.3 96.0
Widow 10 2.6 98.0
Divorce 6 1.4 100.0
Rank Frequency Percentage Cumulative Percentage
Graduate Assistant 27 6.4 6.4
Lecturer 1 167 39.9 46.3
Lecturer 11 84 20.1 66.4
Senior Lecturer 87 20.8 87.2
Associate Prof 17 4.2 91.4
Professor 36 8.6 100.0
Academic Qualification Frequency Percentage Cumulative Percentage
B.Sc. 23 55 5.5
M.Sc. 287 68.9 74.4
Ph.D. 103 25.6 100.0
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incorporated in the model.

Abusive supervision has positive and significant
effect on turnover intention at (f=0.487,
p<0.01). This indicates that when leaders abuse
their role in supervision of subordinate;
subordinate often think of quitting. A unit
increase in abusive supervision will lead to
0.48% increase in turnover intention. Thus, the
stated alternate

hypothesis is supported

empirically. The R square of 0.237 indicate that

abusive supervision account for 23.7% of
turnover intention, the remaining 76.3% is
variables not

accounted for by other

incorporated in the model.

Further its additional consequences such as
turnover intentions, high level of emotional
exhaustion, organizational commitment and
decreased levels of job satisfaction [4, 6]. This
relationship helps employees to develop their

awareness and sensitivity of being treated as

Table 3. Construct Reliability and Validity

Construct Items Loadings AVE CR
Abusive Supervision AS2 0.905 0.798 0.940
AS5 0.915
AS6 0.863
AS9 0.889
Emotional Exhaustion EE3 0.629 0.543 0.825
EE4 0.796
EE7 0.787
EE8 0.723
Job Tension JT1 0.885 0.652 0.882
JT4 0.822
JT5 0.701
JT6 0.810
Turnover Intention TI1 0.862 0.774 0911
TI2 0.886
TI3 0.892
Table 4. Discriminant Validity
Construct Abusive Emotional Job Turnover Intention
Supervision Exhaustion Tension
Abusive Supervision
Emotional Exhaustion 0.664
Job Tension 0.607 0.712
Turnover Intention 0.548 0.864 0.806
Table 5. Direct Path Coefficient
Hypotheses Beta Value Standard T Stat P Value R2 Decision
Deviation
AS -> EE 0.554 0.075 7.383 0.00%** 0.307 Supported
AS->]T 0.538 0.073 7.350 0.00%** 0.289 Supported
AS -> TI 0.487 0.087 5.662 0.00*** 0.237 Supported

***p< 0.01, **p< 0.05, *p< 0.1

Table 6. Effect size

Construct )4 Effect size
Emotional Exhaustion 0.442 Large
Job Tension 0.407 Large
Turnover Intention 0.311 Medium
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unfair and unjustly which may cause their self-
worth and abilities [4, 36]. Many studies have
reported a strong positive relationship between
abusive supervision and negative employee
outcomes. e.g., employee exhaustion, job tension
and turnover intention, such that the higher the
abusive supervision, the higher the negative

employee outcomes [4, 11, 14, 29, 37-40].

Studies have reported abusive supervision as a
potential source for a subordinate’s job-related
stress [41-42]. It has also been reported to have
severe negative effects on the victim’s personal
and professional life that can further lead the
victim to a significant loss of resources [41]. The
initial loss of resources leaves victims with very
few resources to resist the stressor. Hence, the
victims are more vulnerable to supervisory
abuse and likely to experience more

psychological strain [10].

A large number of studies have reported
negative effects of abusive supervision on
subordinate job satisfaction [12, 14, 16-18]. It
has also been reported to have negative effect

on the subordinate’s family satisfaction [41].

It is important to assess the effect size for the
relationships between the independent variable
on the dependent variable. From table 6, abusive
supervision is said to have a large effect on
emotional exhaustion and job tension and a
medium effect on turnover intention. Thus, the
study concludes that abusive supervision has

more effect on emotional exhaustion of staff.
4. CONCLUSION

The study was designed to test the relationship
between abusive supervision and negative

employee outcomes i.e.,, job tension, emotional

exhaustion, and turnover intention. The study
found positive empirical result for all three
hypotheses, the higher the abusive supervision,
the higher the job tension, emotional
exhaustion, and turnover intention. During data
collection for the study, the author did not
consider contextual factors such as family
problems, financial problems, health problems,
and social problems etc. which could affect the
negative employee outcomes apart from the
abusive supervision. As the questionnaire was
directly related to the supervisor and the
subordinates might not mention accurately
about the abusive supervisor and the negative
employee outcomes, especially regarding their
turnover intention. The present study tested the
theory for empirical results on only one sector
i.e. educational sector. This might be the
weakness of this study. However, Employees’
motivational techniques such as self-promotion,
exemplification and supplication can play a vital
role in moderating adverse effects of abusive
supervision. In addition, one mediating variable
which the researcher was interested to test in
this model was ‘organizational culture’, but due
to shortage of time this could not be included in
the present study. For future research it is
strongly recommended to be included in this

model.
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