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Abstract

Current study carried on the Project based organizations that aim to study the

impact of Abusive supervision on Project success. Data was collected from 254

respondents that are working in different project base organizations at different

designations in Pakistan. Results indicated that Abusive supervision has a neg-

ative and significant impact on Project success. Project success significantly de-

creases with the increase in Abusive Supervision. The mediating role of Employee

Performance was established between Abusive Supervision and Project success.

Results also indicate that Abusive supervision has a negative impact on Employee

Performance. Scope Creep played the role of moderator between Abusive supervi-

sion and Employee Performance which shown in-significant impact on the relation

relationship between them. The study contributes significantly to the area of re-

search specifically in the domain of project management and Leadership. The

study also provides significant implications in the available literature of Project

Management.

Keywords: Abusive Supervision, Employee Performance, Scope Creep,

Project Success.
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Chapter 1

Introduction

1.1 Background of the Study

Project management is the set of tools and techniques that help in completing

a new complex task within the defined time, define cost and defined scope by

using specific limited resources (Golubović, Golubović, Stojiljković, Glǐsović, &

Živković, 2018). It is a systematic planning for those activities from initial to

final for that unique task or set of unique task get completed within the specified

planned time, with in the limited fix budgets that predefined outcome get achieved.

Every new, complex, unique and one time activity can be declared as a Project.

Project can be defined as a unique activity having specific required objective with

some specification, having well defined starting and ending time by using limited

resources (Kerzner, 2017). Projects are challenging activities so it can be successful

as well as unsuccessful. Success of the project depends upon many factors.

Cooke-Davies (2002) identifies twelve (12) essential factors that are critical to-

wards the accomplishment of the project and project success. Those factors in-

cludes knowledge and concept about risk management, organizational process for

identifying risk, risk register, risk management plan, documentation about respon-

sibilities, project stage duration, scope creep through control board, performance

base line, cooperation and line management functions, efficient utilization of re-

sources and feedback.

1
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Project need to be supervised properly as (Ika, 2015) identify some of the critical

factors for project success that include supervision as one of the major factor which

include Project design, its monitoring and training. For the project success it is

important and critical that it should be supervised properly so that project desired

outcome should be achieved. Project success is defined as a complex unique task

if it gets completed in well defined time, its defined limited budget (Cost) and

predefined quality (Atkinson, 1999). If Project gets completed within the defined

time, cost and predefined quality then it can be declared as Project success and

Project scope will be achieved. Supervision plays a vibrant role in supporting

& directing the individual/group of individual performing their defined duties

on different activates of the Project. Abusive supervision can be called as the

view of the subordinate up to the mark level in which supervisor engross in the

continuous show of aggressive verbal and nonverbal behavior but not includes the

physical contact with their subordinate (Tepper, 2000).

In past few years, researchers are taking too much interest in conducting stud-

ies on abusive supervision, not only researchers, other people show keen interest

because it is directly related work place and work place environment (Whitman,

Halbesleben, & Holmes IV, 2014). Abusive supervision is considered the dark-

est side of supervision. It include angry behavior towards subordinate and em-

ployee, rude behavior with employee, lying with the subordinate and employee and

not giving credit in success and angry outburst on the employee and subordinate

(Tepper, 2000). On work place environment manager, leader or supervisor has

to show number of emotion and variety of attitude (Brotheridge, Lee, Humphrey,

Pollack, & Hawver, 2008).

Abusive supervision is directly proportional with the success of the project where

the success of the project is the predefined goals set for the project by the organi-

zation or firm. Affective Event theory defines the relationship of emotion, mood

and employee performance (Wegge, Dick, Fisher, West, & Dawson, 2006). Abu-

sive supervision has a negative impact of project success and employee emotions.

As employee and subordinate are the key performers in the project. Employees

control and manage their feelings and emotion at the workplace. Emotions have
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significant impact on the performance of the employee and Project Performance.

Previous study shows that abusive supervision has negative impact on job satisfac-

tion (Pan, Sun, Sun, Li, & Leung, 2018). Due to abusive supervision the employee

emotion and mood are directly get effective which cause job dissatisfaction by

which employee turnover ratio increase and employee quit that particular job on

the first door available for the next job. Turnover cost is the hidden cost of the

organization or firm.

Scope creep is a term used for continuous change in predefined scope, uncon-

trollable increase in predefined scope or decrees in the scope (Thakurta, 2013).

Scope creep also directly affects the project outcome. It has a direct influence

on project success because due to the uncontrolled change in scope, the success

criteria are not fixed and deadlines are missed (Lorenzi & Riley, 2000). According

to Teye Amoatey and Anson (2017) the main cause of scope creep is undefined and

unclear scope. Due to scope creep employee cant not concentrate on a single plan,

their emotions get effected, their negative emotion increase which will directly

impact on the performance of employee and thus this change in performance will

directly or indirectly impact and effect the success of the project.

Few studies are already been conducted on abusive supervisions that aims to find

its impact and effect on employee satisfaction from its job. The study concluded

that due to abusive supervision the job satisfaction decrease and job dissatisfaction

increase (Pan et al., 2018). Another study carried out on abusive supervision

and employee silence. Naz (2018) concluded that employee silence and abusive

supervision has a positive correlation with each other.

In Pakistani context research on project base organization on are getting to much

focused as well as Abusive supervision is not been studied with the combination

of Project success and Employee performance. Abusive supervision will impact

on employee performance and that will affect the success of the project. Due to

continuous change in the scope, employee cannot focus on one plan, continuous

change in their work will decrease the employee performance and decrease in the

performance will directly impact on the project Success.
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This research will contribute in Project base organization context that for the

success of the project, abusive supervision should not be followed. Abusive su-

pervision will decrease the success rate of the project by affecting the employee

performance. Due to continuous changes in the scope employee can’t focus on

their work and dead line will miss. The model is designed on the basis of conser-

vation of resources theory. The model can also be supported by Effective event

theory. This research will effectively contribute in the literature of Project base

organizations.

1.2 Gap Analysis

Research about the abusive supervision was not only under the interest of re-

searcher but also under the interest of public because it directly linked with the

work place (Tepper, 2007). In last few years number of researches was carried

out on the abusive supervision which cover multi dimension of abusive supervision

such as its impact on job tension, employee silence, employee creativity and many

more but some elements are always missing which influence the researchers for

further studies.

In Project base organization feedback from employee and clients are the key assets

for future improvement, the study of (Arain, Bukhari, Khan, & Hameed, 2018)

concluded that initially abusive supervision lead in refraining of supervisory feed-

back but have positive relationship with seeking from the coordinates. They also

stated that abusive supervision may not consistently leads in pessimistic work be-

havior. It was concluded by a study that abusive supervision established a high

positive control on perceptions of managerial policy for those who have a faulty

quality of leader-member exchange (Ai-Hua, Yang, & Guo-Tao, 2018). A project

a set of activities and those activities are interlinked with each other. Knowl-

edge shearing is important between the supervisor, subordinates and employees to

achieve the objective of the study and predefined goals or milestones. Lee, Kim,

and Yun (2018) conduct a research on abusive supervision and knowledge shearing

and concluded to pessimistic indirect effect of abusive supervision and employees
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knowledge-sharing exist. W.-L. Wu and Lee (2016) also conform the fact that

under the abusive supervision, knowledge shearing get effected.

Another study on abusive supervision concluded that and concludes that under

the supervision of abusive supervisor the job performance of the employee get

decreased and turnover increase (Tariq & Weng, 2018). Abusive supervision is

always considered as the most negative type of supervision because it directly

impact on environment of workplace. Han, Harms, and Bai (2017) stated that with

increase in abusive supervision, employee creativity decrease as they are negatively

associated with each other. A research also carried out on abusive supervision

who concluded that abusive supervision negatively radiate on the personal life of

employee, employee satisfaction from job, work family conflicts which leads to job

stress at the end. Rehman (2018) Abusive supervision always impact negatively

on employee which will eventually effect every single element that is related the

outcome, performance or behavior of the employee.

Another study on abusive supervision concluded that under the supervision of

abusive supervisor the job performance of the employee get decreased and turnover

increase (Tariq & Weng, 2018). Further they suggested that other variable should

be analyze with Abusive supervision such as employee or subordinate performance,

other moderating effect should also be checked between them.

There for this variable should be study in respect of project base organization. As

theoretical models outlining the circumstances under which abusive supervision

continues to grow. Study has investigate the role of Justice Perception between

the relation of Abusive supervision and Employee silence, the study also inves-

tigate the moderating effect of Leader member exchange which mention in their

limitation that research is only limited to certain areas of Pakistan Giving more

specification about regions, they only collect data from Islamabad and Rawalpindi

regions, also cultural aspects are also not been considered in it (A. K. Khan &

ul ain, 2017). Based on finding that so far no study has been conducted on the

abusive supervision that aims to analyze its impact on Project success, employee
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performance is not tested between abusive supervision and Project success as me-

diator and scope creep as a moderator between Abusive supervision and Employee

Performance. There for this study will contribute significantly towards literature.

1.3 Problem Statement

Project’s are set of unique activates that combine to achieve the overall objective.

They are defined timeline on which they need to be finished (Yamagata-Lynch,

2014). Project condition is bound and they need to be completed in respect of

their predefined time, cost, quality and scope. Time and cost bounding is the

most challenging as well as the most demanding in the literature of Project Man-

agement. We have observed that in project base organization, Project execution

is the challenging task in the context of Pakistan especially in software sectors.

Time, Cost, Scope, assessment, Communication, conflict management, Planning

are the domestic and peripheral factors that acts on the implementation of project

activities. Factors other than above mention can be the culture, relation with

subordinate and leader, managers are also the influencing factors that lead the

project to be completed in the specified pre allocated budgets and preplanned

time. Unavailability of infrastructure and other key resources makes it challenging

to achieve the milestones, defined goals which lead in unachievability the Project

objective.

Supervision is also a key factor which carries the project towards its success and

can also eventually lead it to its failure. Project owners or supervisor mainly

measure the progress of the project by applying some specific set to tools and

techniques for controlling the schedule and budget allocated to the project. Those

tools and techniques are applied but yet the industries are unable to control over

that issue where the main issues are time overrun, cost overrun and regular changes

in the defined scope (Amjad, 2018). Many tools and techniques are introduced

but projects are yet missing the defined track and time duration as they used to

miss in almost last 40 years (Amjad, 2018). That issue can be overcome if the

employee performance increases. Positive relationship exists between employee
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performance and Project performance. Multiple studies have been carried out

that measure their impact on project performance and employee performance and

most recent study has been carried out which concluded that Abusive supervision

negatively effect on the performance of the employee (Yousaf, 2018). It clarify that

supervision has a high impact on Project objective and Performance of employee.

Project must be supervised. Abusive supervision is always considered as bad and

dark side of supervision. In Project management, Project manager and supervisor

use different tools and techniques to complete the projects in define time and cost.

Due to abusive supervision, there are always chances of discouraging of labor

by which the performance of employee decrease and project get affected directly.

Vast literature is available of multiple characteristics of the employee, such as its

impact on job stress, dissatisfaction with job. Number of aspect about abusive

supervision is yet not disclosed. On one side the study on the relationship between

abusive supervision and project success is usually a gray area. Also moderating

role of scope is untouched in the association of abusive supervision and Employee

Performance.

1.4 Research Questions

Considering the project base organization in Pakistan, we focus on the questions

that if the project scope is not defined properly, then how the abusive supervisor

will impact the employee performance and after that performance what will be

the impact of that performance on success of the in project, how scope creep will

moderate the relationship between Abusive supervision and employee performance

and how employee performance will mediate between the Abusive supervision and

Project Success. Keeping the view on research model, our study will answer the

following questions.

Research Question 1:

Does abusive supervision effects project success?

Research Question 2:
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Does Abusive supervision effect employee performance?

Research Question 3:

Does employee performances lead to project success?

Research Question 4:

Does employee performance mediate the relationship between Abusive supervision

and Project success?

Research Question 5:

Does scope creep moderates the relationship of Abusive supervision and scope

creep ?

1.5 Research Objectives

The major objective of the study is to analyze the relationship between Abusive

supervision and Project success. Performance of employee or employee perfor-

mance will study as a mediator between abusive supervision and Project success.

Object of the study also include that scope creep should be analyze as a moderator

between abusive supervision and Employee Performance. The planned association

among all the variables that is independent variable, dependent variable, medi-

ating variable and moderating variables is mention in the research model of the

study. Getting more specified towards the objective of the study, the study aims

to analyze and discuss following objective in the study.

The specific objectives of the study are sated below:

Research Objective 1:

To analyze and discuss the impact of abusive supervision on Project Success

Research Objective 2:

To analyze and discuss the association of Abusive supervision with Employee per-

formance.

Research Objective 3:
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To analyze and discuss the association of Employee Performance and Project Suc-

cess.

Research Objective 4:

To analyze and discuss employee performance as a mediator between the relation-

ship of Abusive supervision and Project success.

Research Objective 5:

To analyze and discuss does scope creep negatively moderate the relationship

between employee performance and Abusive Supervision.

1.6 Significance

It is important to study that how abusive supervision influence on success of the

Project because supervision has a direct influence on performance of the employee

as well as the success of the project. This study has significance especially in Pak-

istan because Project failure is common in Pakistan. This research is significant

in both the context that theoretical and practical. This study aims to analyze the

impact of Abusive Supervision on Project success, employee performance as a me-

diator between abusive supervision and Project success, the study aims to analyze

scope creep as moderator between Abusive supervision and Project success. The

major outcomes of scope creep are time and cost overrun but in present area due

to multi tasking this impact get increased just because of modification in project

control. This study will measure the impact that where the abusive supervision

effect the project success in negative terms.

Theoretical contribution includes the support of Conservation of resources theory

(COR) that is used in the study to propose the research framework. Theoretical

contribution also involves the contribution in the literature of Project base orga-

nization and project management with the affiliation of abusive supervision with

Project success. This study will also contribute towards practical implementation

that abusive supervisor wind down the success and should not be following in

projects especially with the key player and performer.
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This study will help the researchers in future research that how project success gets

affected by abusive supervision. This study will also be beneficial for the project

base organization that if the scope is not defined, not well pained and controlled

how success of the project will get affected. Current study also interrogates the

impact of abusive supervision on Employee performance. According to literature

revised, no study has been found in which the direct impact of abusive supervision

has been studied on the success of the project, also scope creep is not been studied

with the abusive supervision so this study will be significant for the researchers

and will also contribute in the literature available. Therefore it is successful to

be a part of an extreme role in to the research area of abusive supervision and

will also express the value additional factors for improving the project success by

not following them and taking competitive advantage. Moreover, this research

work will support the future researchers to further study other dimension of those

variables with respect to the Project base organization.

1.7 Supporting Theory

Many theoretical perspective are given by different researchers which are used all

over the world to support and understand the studies of Abusive supervision in dif-

ferent dimensions such as social exchange theory, Leader member exchange theory,

reactance theory, justice perception theory, theory of stress and Conservation of

theory. Conservation of Resources theory can cover all the variables of this study

and this theory deeply explains that studies the social behavior in the interaction

of two parties.

1.7.1 Conservation of Resources

Conservation of resource theory also called revolutionary theory in stress literature.

Conservation of resources theory has been used around the globe by the researchers

to support their research framework. Conservation of resources used around the

global in different studies, studies in which likely or poles apart personal and
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environmental aspect cause stress and this stress show some invisible but affective

inherent negative outcomes. In Conservation of resources theory (CRT) (Hobfoll &

Stokes, 1988) articulated that single entity having by hook or by crook having some

social, physical and psychological resources this is under development with time,

and they are still adding its contribution in domain and research area of Employee

performance. Many factors exist that effect or crumble employee performance

and considered stressful. Individual tries to have prevention from this stress and

his performance at workplace should be prevented from all those critical factors.

Agent tends to damage or crumbles employee performance and considered stressful

and individual tries to preserves his performance at work place from all these

stressors. If we relate COR theory with the proposed research model, the abusive

supervision depicts a leader’s behavior that creates an unfair environment in their

organization where employees under their supervision are treated unethically and

dishonorably (Rathert, Mittler, Porter, & Williams, 2018).

Therefore, under such conditions, employee’s performance will be reduced because

of their leader’s unfair behavior. In other words, employees will face a depletion of

leader supportive behavior. Subsequently, employees will have less self-sufficiency

and power for their work giving rise to a feeling of isolation that ultimately hurt

overall project success. However employee performance can be based on the or-

ganization’s hierarchy of power, and employee performance is determined by the

leader behavior because leader is one who can make their employee either pro-

ductive or nonproductive however, in this proposed model scope creep is playing

moderating role which can strengthen or weaken the association between abusive

supervision and employee performance where abusive behavior of a leader can

hurt feelings of employee, hence scope creep (Continuous and unusual changings

in project) can also hurt employee performance somewhere employee performance

is directly affecting the overall project success.

Changing in project and its consequences as encouraging or destructive to the

perceiver while performing project tasks. If employees are more equity sensitive

will go towards silence because individuals differ in their attitudes and reactions

to an inequitable outcome and situations. They will only perform tasks that
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are important for the job retraining and will not exhibit organization citizenship

behavior because of their supervisor’s abusive behavior.

When leader supportive behavior is missing and depletes due to stressor exceeds

where understanding relationship between leader and employee from both sides

then after sometime individual face difficulty to performance their tasks such con-

dition is known as burnout where under such circumstance a person feels anxiety

and cannot perform any job or requirement that is required from employee posi-

tively. In such condition, this supervision style is considered as one of the darkest

style of leadership or supervision because In the present case, abusive supervision

is considered a frustration, hectic factor and stress factors that consumes per-

sonage cognitive wealth by exasperating and provoking them. In an outcome to

considered stressful factors recruits feels pressure at workplace because they are

facing consequent changing in project because of scope creep. As an outcome to

this stress full environment at workplace, employee can’t focus on its work and not

able to pay full attention towards its work there for unable to perform his duties

effectively.

Employee does not have sufficient supervisor’s shore up in this condition, such non

conformities with their responsibility leads to divert their employment deeds and

this direct to decline in employee performance. Employees working under abusive

supervision, such individual should have high degree of social support, should have

sufficient reserve production and attainment to compact with the administrative

center stressors like abusive supervision.

1.7.2 Affective Event Theory

Affective event theory was developed by two psychologists. This theory is consid-

ered to be the most common theory to explain the work place environment (Weiss

& Cropanzano, 1996). Affective event theory focuses on the emotion and mood

of the employee and stated that the performance of the employee at work place

depend upon its mood and emotions (Brief & Weiss, 2002). Our research focuses

on abusive supervision can be easily being able to support with AFT. As abusive
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supervision has a direct relation with workplace and AFT explain the performance

of employee due to their emotion and mood. Abusive supervision is considered to

be the darkest side of the supervision. Abusive supervision leads towards effecting

the employee emotion which directly impact on the performance of the employee.

if abusive supervision is considered as an event, every negative event decrease the

employee performance and with positive event the team and employee performance

increase (Walumbwa, Hsu, Wu, Misati, & Christensen-Salem, 2019).

Employee performance is critical factor for achieving the success and organizational

culture has always an impact of the employee performance (Nusari, Al Falasi, Alra-

jawy, Khalifa, & Isaac, 2018) so as the abusive supervision affect the organization

culture so it can be stated that within the abusive organization culture the perfor-

mance of the employee get affected negatively. Scope creep is regular changes in

the scope requested by the primary stockholders or owner of the projects. Project

performance is always at stack due to regular changes in scope. Protects are time

bound and strictly has to follow the timeline that is defined in the plan. Due to

scope creep employee cannot focus on the single plan due to which performance

of the employee get affected which impact on the project performance (E. Ahmed

& Muchiri, 2014).

Due to abusive supervision and scope creep, negative emotion of employee increase

which directly affect the employee performance and directly or indirectly enhance

their impact on Project success. Because of the abusive supervision the employees

show under performing attitude and then walk out of the door at the first oppor-

tunity. Walking out at the middle of the project will lead the project to employee

shortage which causes cost and time over run. In case of scope creep, that is reg-

ularly changes in the scope of the project. Due to scope creep employees cannot

focus on their performing task which leads the project towards its failure. This

study slow that the performance of the employee gets effected by employee per-

formance this negativity is increased by the factor of scope creep. Performance of

the employee is always the key of success and employee performance lead towards

success (Yagil, Ben-Zur, & Tamir, 2011).
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1.8 Structure of the Thesis

The study contain total of 5 chapters. Each chapter has its own contribution in

this research. Chapter 1 provide the generic overview of the research, chapter

1 contain the background of the study, research gap, research question, research

objective, and significance of this study and the supporting theory of this research.

Chapter 2 provides the brief details about the studies that are already been carried

on these variables. It provides detailed literature of all variables included in this

study. Conceptual research framework and assumed hypothesis are also the part

of this chapter. Chapter 3 describes the methodology of the study. It include

the discussion about the population, sample, methodology of collecting data, scale

used for the collecting data and measurement of the variables that are under study.

It also contains details about the respondents and their frequency. Chapters 4

discuss the results. This chapter briefly discusses which hypothesis gets accepted

and which one was rejected. Chapters 5 discuss the finding of the study base on

the statistical tests that are mention in chapter 4. This chapter also includes the

implications that is practical implication, theoretical implication, and limitation

of the study and show future direction for new researchers.



Chapter 2

Literature Review

2.1 Abusive Supervision and Project Success

Projects require to be supervised properly to achieve the outcome of the Projects.

Multiple supervision styles has been chosen by them manager during their supervi-

sion. Destructive behavior in the form of abusive supervision has been focus more

and more in the last few decades (Hwang & Cameron, 2008). Initially Tepper

(2000) give the concept of Abusive supervision and define it as the perceptions of

the employee toward their supervisor have continuous show to aggressive verbal

or non-verbal attitude and behavior exclusive of physical contact. Tepper (2000)

carried out number of studies on abusive supervision. He carried out with the

perception of abusive supervision and its impact on the performance of the em-

ployee, work family conflict and further more on performance on employee are

also remains under the interest of researchers. Almost all studies concluded that

such dark and negative leadership always results in low performance of individual,

performance of group even results in low performance of the organization.

Project is the systematic combination of multiple activities which combine to-

gether to achieve the predefined objective and result as a unique product (Tonchia,

Tonchia, & Mahagaonkar, 2018). Teams working on the projects are the main as-

sets for achieving success. It is very difficult for the organization to select those

individual which are not abusive in the managerial position (Richard, Boncoeur,

15
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Chen, & Ford, 2018). On the other hand if organization selects any of individual

which use to abuse on the managerial position effects the outcome of the project.

Abusive supervision always has a gloomy impact on the organization and may

impact on the new ideas within the team which reduce the productive behavior of

the team (Ai-Hua et al., 2018).

Different other variables are also study with relationship of abusive supervision.

These variables include Employee silence (Xu et al., 2018), Subordinate and team

performance (Tepper, Moss, & Duffy, 2011), creativity of employee (W. Liu,

Zhang, Liao, Hao, & Mao, 2016), Knowledge sharing between employees (W.-

L. Wu & Lee, 2016), subordinate and employee performance (Mitchell & Ambrose,

2007), violent behavior (Burton & Hoobler, 2011), Low firm citizenship behavior

(Rafferty & Restubog, 2011) and deviance at work place (Mitchell & Ambrose,

2007). Beside direct effects of abusive supervision, abuse can also be impact on

employee response. Liang, Hanig, Evans, Brown, and Lian (2018) concluded in his

study that abusive supervision not only impact on the job satisfaction of the em-

ployee but it has a greater impact on the employee health issues. Employees that

are more interested in getting social acceptance from their supervisor suffer more

from abusive supervision. Subordinates who are lower in power distance direction,

rather than subordinates higher in power direction, are more influenced and ef-

fected by abusive supervision (Lin, Wang, & Chen, 2013). Researchers in recent

times got involved in attempt in the representation of a model that is declared as

“trickledown” by the researchers that show belonging of abusive supervision with

other significant aspects of it. These models demonstrate that factors precise to

the organization (Mawritz, Mayer, Hoobler, Wayne, & Marinova, 2012; Restubog,

Scott, & Zagenczyk, 2011); or perceptions and character of the supervisor (Aryee,

Chen, Sun, & Debrah, 2007; Hoobler & Brass, 2006; Tepper, Duffy, Henle, &

Lambert, 2006).

This supervisory manners also depends on many situations or factors such as

temperament and cause of tension and stress which extend into higher level of

abusive supervision. Project management aims to ensure that the success of a

project is an emotional idea based on the point of view of the individual evaluating
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the success (Sumner, Newendorp, & Orr, 2018). Traditionally, compliance with

cost, schedule, quality and execution (meeting the explicit needs of the project)

have been used as a criterion for evaluating project success. These measures

known as the iron triangle, considered to be the best level of quality to estimate

the success of a project (Standing el al., 2014). Level of project success is defined

differently by different school of thoughts. Literature concerned with information

technology defines project success as conformance with the minimum technological

requirements necessary to complete the project (Schultz & Slevin, 1975).

Kerzner (2017) improves the definition of success of project that now contains

completion of project within specific interval, within specific financial plan, fur-

ther condition includes within the customer acceptance, with commonly decided

upon fluctuations in scope of project and without troubling the main flow of work

of organization. Some definite factors that works against actual measurement,

which commonly led to creation of recognized metrics, i.e. milestones touched,

percentage used, equal units and project completed percentage (Belassi & Tukel,

1996). Even in literature project management that defines the success spotted. A

European Strategic Regional study of 28 the success of project was allocated in

4 different types (Wolf & Hanisch, 2014). On the other hand, project success is

also measured in terms of how effectively the constraints of cost, quality standards

and time, etc are met (Slevin & Pinto, 1986). Referring to scholars of information

system (Rai & Al-Hindi, 2000), the success of projects can also be measured in

terms of efficiency of process and effectiveness of project. Project success depends

on different circumstance and facts that influence input management system and

it can directly or indirectly affects the outputs (Lim & Mohamed, 1999).

Every fact which effect input which directly or indirectly effect the outcome of the

project (Cooke-Davies, 2002). Including every factor supervision and team lead-

ership is key towards success. Matoušek, Ryšavỳ, James, and Jang (2018) stated

that Project must be supervised with monitoring plan and performance measuring

indicator should be measured achieve the project success. Gallagher, Mazur, and

Ashkanasy (2015) concluded that due to abusive supervision behavior, employee

outcome and success factors get directly effected which at the end result in not
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achieving the defined parameters of success. Workplace bullying is also caused due

to abusive supervision. Workplace bullying include abusive behavior, disrespect,

aggressive behavior and harassment (Mubarak & Mumtaz, 2018). Subordinate

performance is effected in abusive supervision.

J. Liu, Kwong Kwan, Wu, and Wu (2010) stated that abusive supervision cause

subordinate deviation from their work. When subordinate and employee deviate

from their work on which they are focusing results in the delay in their work.

The most vital part of project success is keeping your project team busy (Costa,

Passos, & Bakker, 2014). The employees that are always busy in their work

mainly dedicate their skills the organization specific objective and project mile-

stones (Albrecht, Bakker, Gruman, Macey, & Saks, 2015). Those employees can

easily be trusted; they are more trustworthy, dedicated to their work and passion-

ate (Ibrahim & Al Falasi, 2014).

More productivity exist in them are mainly more profitable for the organization

(Rodŕıguez-Muñoz, Sanz-Vergel, Demerouti, & Bakker, 2014). As the deviation

increase project success factor get effected. Abusive supervision is always consid-

ered as the darkest style of leadership and management because due to it employee

dissatisfaction, mental health, creativity and other factored get effected. Employ-

ees are the key player and resources for performing the task which get directly or

indirectly effected by the abusive supervision and success of the project remains

at the stack. In addition, over the past few years, three criteria (time, cost, qual-

ity) often called fundamental or traditional criteria, have been criticized on the

grounds that they seem to be lacking. Some authors consider them extreme, while

others consider them inappropriate (Chronéer & Bergquist, 2012).

The recent research used the essential criteria to improve the productivity of the

project because the project execution was evaluated according to the established

budget plan, schedule, specialized features such as product and service condi-

tions, and the ability to meet the needs of the client requirements. Remember

that the dimension of quality has been subdivided into two criteria to meet the

specification and satisfy the needs of the customer. The assess of the journalism

recommended that the project management desires to be paying attention on the
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efficiency and effectiveness. Rauniar and Rawski (2012) verify that collapse to

deliberately administer the fundamental projects can bound the viable movement

of the business. Thai is why as a result of the complexities in the projects and the

lack of the agreement of the researchers, the iron triangle at halt used as a leading

evaluator of the success of the project (Pake-Shields, 2010). In accordance with

the Agrwal and Rathod (2006) these criteria are at a standstill considered as vital

to assess the success of the project from the professional’s point of perception and

mainly used in many researches combinely with other considerable parameters or

sometime individually.

Iron triangle is considered for the evaluation of project. Iron triangle contains time,

cost, scope and quality. Quality aspects can further be divided in two parts that

are technical fulfillment of the requirements and stockholder demands. Project is

considered as success if and only all the milestone are achieved, defined objective of

the project get achieved and all above requirement are meets that are part of iron

triangle. Project is declared as partial success if it meets some of the requirements.

From the above literature reviewed we hypothesis that,

Hypothesis 1: Abusive supervision has negative and significant

relationship with Project success.

2.2 Abusive Supervision and Employee

Performance

A lot of researchers fell sure that leadership has noteworthy impact on organization

and its recruits but up till now it is also slightest implicit concept to understand.

According to Yuhui, Hao, Canwei, et al. (2016) researchers are always been inter-

ested in different leadership style as every leadership style has a different impact

on employees and organization in which some show its positive impact on its and

some of them show negative impact on employee and organizations. In a re-

cent study of management researcher also suggest that supervisors who saw more

grounded standards toward aggressive and hostile behavior in their organization
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were seen more abusive to their subordinate’s employee, with the of support or-

ganizational culture to demonstrate abusive behavior but it show negative effects

of performance of employee and organizations (Restubog et al., 2011).

Affective event theory states that organization has to face many events at the work

which cause emotional reaction and those emotional may affect their job attitude

(Boo & Shin, 2018). Leadership style always influence on the performance of the

employee and well being on the employee Anrold el at., (2007). Encouragement of

the employee is critical towards the effectiveness of the organizations. Effectiveness

of the organization can be improve if the supervisors and managers use to give

confidence to employees, encourage their employee to speck about the factors that

can improve the performance and effectiveness, speck about the issues at workplace

and improve workplace environment (Cheng, Lu, Chang, & Johnstone, 2013).

Tuckey, Bakker, and Dollard (2012) study concluded that leader should support

their employee about their work and give confidence especially when there is need

of autonomy, capability and understanding exist because if leader support keep

on supporting and giving confidence, employee give the actual feedback about the

work and give response in favor by showing high level of engagement with their

work in their projects.

Emotions are directly related with the performance of the employee. The first

review to analyze employee performance as a behavioral antecedent and conse-

quences with respect of abusive supervision was directed by (Tepper et al., 2011)

Supervisors feels low utility from those employee who show poor performance

so that, they are classified in undeserving fair treatment and more possibly to be

abused such subordinates (Tepper et al., 2011). Since manager feels that employee

with poor performances don’t justify with fair treatment and as punishment they

show an abusive behavior to their employees. Most of time supervisor target poor

performers due to them will perceive as week employee (Olweus, 1978; Opotow,

1990). In short, supervisor can’t see any utility of their poor performer within

organization, which suggests that supervisor intentionally use abusive supervision

as strategic aspect (Ferris, Zinko, Brouer, Buckley, & Harvey, 2007).
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Abusive supervision also depends on performance of the employee. Finding also

supports that if the employee keep on performing well, the supervisor protect them

from abusive supervision within the organization. Abusive supervision was study

in perception of emotional exhaustion and performance. Abuse was stronger in

mechanistic structures than untreated structures. Moreover the in this particular

scenario, work climate cannot be eliminated and ignored. Another study was con-

ducted by (Mawritz et al., 2012) that aims to find the impact of work climate and

concluded that in presence of aggressive work climate and intense work climate,

high correlation exist between abusive supervision and interpersonal deviance. Ev-

ery individual have its own perception and perception screen. One individual can

consider the supervisor behavior unethical and abusive while the same behavior

is quite normal for the other individual (Tepper, 2000). The personality of em-

ployees, subordinates and their aggressive behavior can also be related to abusive

supervision (Martinko, Harvey, Sikora, & Douglas, 2011).

Abusive supervision mainly shows negative relationship with performance of em-

ployee, team, project and organization. Abusive supervision and task performance

has negative relationship and show negative correlation which results more low and

poor performance of organization and official performance appraisal. Pradhan and

Jena (2018) find high correlation between the abusive supervision and lose of crit-

ical resources and concluded that significant resources are lost just due to abusive

supervision. Abusive supervision impact on many critical factors that are linked

with performance of employees. Feedback avoidance served as the basic situational

phenomenon due to which abusive supervision translates into the help-seeking be-

havior (Rehman, 2018). Employee performance is the prerequisite for the job

performance, multiple researches has also been carried out which concluded that

job performance is badly affected by abusive supervision (Nandkeolyar, Shaffer, Li,

Ekkirala, & Bagger, 2014). Employee performance considers to be vital for every

organization’s achievements. In percent era due to rapid and fast changing in the

technologies and organizations environmental change, their employee need to per-

form well and up the mark that organization should achieve the objective demand

by the market else the business of this firm should be at stack. Improvement can
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be carried out at any organization level as well as individual level (Avolio, Bass,

& Jung, 1999).

According to research scholar, information about the performance of the employee

can be collected in 3 different ways. Those method includes the information about

the attitude of the employee, work initiative and creativity of the employee. The

information will discern what is incorporated in that job itself, information spot-

light on employee achievement (Muda, Rafiki, & Harahap, 2014). In directed

negative relationship when calculated between the abusive supervision and em-

ployee creativity, even its impact on the sleep and emotional exhaustion (Han

et al., 2017). Service employee negatively gets affected by abusive supervision,

customer-oriented OCB by undermining work engagement (E. Ahmed & Muchiri,

2014). Workers that exhibit lofty levels of assignment performance and engaged

in more helping behaviors tended to have both low abusive supervision and low

peer abusive supervision (Peng, Schaubroeck, & Li, 2014).

Considering the group of employee or team, under the climate of abusive super-

vision, negative association was measured with the performance of the project

team and project team creativity (Kernan, Racicot, & Fisher, 2016). Abusive su-

pervision show dyadic relation exist between supervisor and employee perhaps it

also have effect on his personal life, their home domain as well as on their family

members. Working of all employees get significantly impacted by such aggrieve

environment and subordinates and employees are mishandled by abusive super-

visor and that always lead to low productivity in their work and have negative

impact on performance of the employee family and personal life of the employees

also becomes susceptible to abusive supervision (Hoobler & Brass, 2006). Man-

agement has investigate and identify the unfavorable effect of abusive supervision

on an employee enabling, management need to investigate it consequences and try

to reduce the overall cost that directly relates to this specific problem. Not only

employee but also other factors are get affected by the abusive supervision.

Abusive supervision is negatively associated with in the relationship of stock-

holders, factors related to the project success as well as wellbeing is negatively
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impacted due to abusive supervision (Gallagher et al., 2015). Not only job per-

formance but also organizational behavior is negatively impacted due to abusive

supervision (Peng et al., 2014). (S. Khan, 2015) concluded that abusive super-

vision has negative relation with employee performance and employee outcome.

Based on the social cognitive theory, the study was carried on the healthy rela-

tionship of abusive supervision and employee creativity where high correlation was

calculated. In negative terms and creative self efficiency was measured between

abusive supervision and creativity of the employee (Rauniyar, Ding, & Rauniyar,

2017). Employee performance is negatively associated with abusive supervision

where a study investigates ethical leadership is a mediator between employee out-

come, performance and abusive supervision. Ethical leadership fully mediates the

relationship between the abusive supervision and employee performance (Kacmar,

Tillman, Harris, & Whitman, 2016).

Abusive supervision has a positive impact in a very few researches. A positive

moderating role of creative thing was measured between the abusive supervision

and employee performance and high negative impact was measured on the em-

ployee creativity, performance and satisfaction regarding the job (Qian, Song, &

Wang, 2017). Abusive supervision force employee towards leaving the job of even

it convince them to think about leaving, so it can be concluded at as the abusive

supervision increase, turnover increase. Production, time pleasure and work over-

load is also positively associated with abusive supervision (Arif, Sindhu, Hashmi,

et al., 2017). Islamic ethics highly moderate between abusive supervision and

deviant work behavior which show that the relationship between the abusive su-

pervision and deviant work behavior get extremely weaken (Javed, Fatima, Yasin,

Jahanzeb, & Rawwas, 2019). Abusive supervision negatively buffer the employee

self efficiency as well as highly negative correlation has measured between the

abusive supervision end employee creative and performance. With the increase of

abusive supervision employee performance decrees (Zheng & Liu, 2017). From the

previous literature it is clarify that abusive supervision has a negative impact on

employee performance so it can be hypnotized that,
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Hypothesis 2: There is negative and significant relationship between

abusive supervision and Employee performance.

2.3 Employee Performance and Project Success

Employee performance is key of success in organizations. Psychological capital

remains under interest in some previous years to enhance the employee perfor-

mance that leads it to the project success (Sarwar, Aftab, Sarwar, & Shahid,

2016). Leadership style always have a control on employee attitudes, performance

and employee wellbeing. Nguyen, Dang, and Nguyen (2015) stated that the role

of employee performance is the major factor in success or failure of the organiza-

tion. Employee performance depends upon many factors. Employee engagement

and relation with subordinate was the major factors which impacts on employee

performance (Pandita & Bedarkar, 2015).

Other than some factors that negatively impact on employee performance some

factors are also measured which enhance the performance of the employee. The

most critical factor that has been measured is job satisfaction (B. Khan, ul Amin,

Ahmad, & Sherani, 2016). Employee performance is itself measured by so many

factors, it mainly includes employee satisfaction, stability with work, and training

provided to the employee as well as skills is also a depended factor of employee

performance (Yaghoobi & Haddadi, 2016).

Effective teamwork has a notable and positive impact on the employee perfor-

mance (Manzoor, Ullah, Hussain, & Ahmad, 2011). Many researches that are

carried out on the employee performance with in the relationship of motivation

which concluded both dimension results. According to Deci, Koestner, and Ryan

(1999) negative relation exist between the employee motivations. Some researchers

also concluded that employee performance has a positive relationship with each

other (Pratheepkanth, 2011). A positive correlation was measured between the em-

ployee performance and motivation of employee which concluded that the employee

motivation increase its employee performance increase (Payam, 2013). Intrinsic

and extrinsic rewards should be given to employee for their motivation (Ajmal,
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Bashir, Abrar, Khan, & Saqib, 2015). This motivation will lead them to focus on

their work which will definitely results in achieving the predefined objective of the

projects. Project success depends upon the employee working on the project that

how effectively he can bring about the objective of the project with in scope, time;

cost and quality constrain (Prakash & Nandhini, 2015).

Organizational surrounding is also a major factor considered on which employee

performance depends (Nyberg, Pieper, & Trevor, 2016). The most criterion vari-

able for job performance is leadership behavior (Schmidt, Ones, & Hunter, 1992).

Employee performance is also associated with the hope (Youssef & Luthans, 2007).

It could be getting high quality by empowering employee performance (Yukl, Mah-

sud, Hassan, & Prussia, 2013). There is a huge effect of employee performance on

perceived quality (Hartline, 1992). Project success is defined as the completion

of project within the predefined time, cost and performance parameters (Smith,

2018). Many organization and firms has start focusing on the employee perfor-

mance because employee is the most critical assets for achieving success. Success of

firm depends upon the performance of the employee (Bedarkar & Pandita, 2014).

Many studies have been carried out to find the relationship between employee

performance and success of firm, organization and Project. Sarwar et al. (2016)

concluded that Project success mainly depends upon the individual or team work-

ing on it and calculated high correlation between the Employee performance and

project success. Sometimes communication barriers have a vital impact of the

performance of employee as the due this barrier communication gap increases.

Shearing of information and knowledge leads to the better performance of the em-

ployee (Sumner et al., 2018). It is considered that employee involvement enhance

the project success but according to (Rahman, Shafique, & Rashid, 2018) project

management information system positively mediate the relationship of quality and

Project success but no impact of employee involvement was found in between the

relation of project team member. It is considered that employee motivation im-

pact on the performance but research show no effect of motivation on employee

performance but show its impact through team support (Wanyama, Nambuswa,

& Namusonge, 2016).
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Emotions also increase or decrease the performance of the employee. According

to AET the performance of the employee depends upon the emotions and mood

of the employee (Brief & Weiss, 2002). Employee performance has a positive or

negative impact on the outcome of the project. With the increase or enhancement

of employee performance, the probability of achieving the organizational goal in-

crease which ultimately cause success in the project, those employee working on

(Sousa & Rocha, 2019). Employees are the individuals that have a direct link with

the projects and their performance lead the project towards success. Better the

performance of the employee, better the outcome and easy to achieve the outcome

or required objective of the project. Cheng et al. (2013) have emphasize that in

mega projects it’s very common that the goal are indistinctly clear at very initial

level of the projects while the distinct and individual objective leads to the con-

siderable success of the Project. Mazur, Pisarski, Chang, and Ashkanasy (2014)

testify that predominantly the top management bear nearly all significant module

in the life cycle of a project from very initial point that is planning till the end of

the project. The organization faces a lot of challenges during the development of

project and they require to handle the new challenges arises (Csei-Bryon, 2010). In

addition, the project success is the skewed thought and it depend on the individ-

ual standpoint of those who compute it (Jha & Iyer, 2006) after all the literature

review and mention above it can be hypnotized that,

Hypothesis 3: There is positive and significant relationship between

employee performance and Project success.

2.4 Mediating Role of Employee Performance

Supervisor lead and guide bunch of peoples to achieve some desire objectives.

Supervisors are those who keep on influencing the group to achieve using the

combined effect (Northouse, 2007). (George, 2003) concisely states: “we wish for

leaders who direct with morals, rationale and honesty; a leader who make stable

organization and stable team. Leader must have the ability that they can moti-

vate their employee because employee make sure the ability of admirable customer



Literature Review 27

services and insure the long term relationship with shareholder and their values.

There are different styles of leadership, transformational leadership, servant leader-

ship, ethical leadership and Authentic leadership etc. Transformational leadership

is the most popular variable in the research field, transformational leadership focus

on individual level and organizational level performance and outcome (J. Liu et

al., 2010). We found limit attention on the authentic leadership impact on project

success its very interesting topic for research. Greenleaf (1977) explains servant

leadership, servant leadership a way of life not management technique ,its natural

feeling to serve the one who wants, (Liden, Wayne, Zhao, & Henderson, 2008)

found seven dimension of servant leadership and these dimension effectively ex-

plain the characteristics of the servant leadership, empowering, emotional healing

, putting subordinate , helping subordinate, conceptual skill, behave ethically and

value for community.

Offord (2016) found servant leadership, positive impact on performance (e.g. Project

success). Servant leadership has the ability to intrinsically motivate and boost

employees’ performance. Employee performance also gets negatively impacted by

some of supervision styles. Employees working on projects are the critical sources

because they are the performing identity of the projects to achieve outcomes of

the project. Employees are critical to organizations because that employee may

come with new ideas, significant information and for the improvement of the orga-

nization performance they provide new suggestions. Kalsoom, Khan, and Zubair

(2018) stated that Leadership and Employee performance has a direct relationship

with each other. This relationship can either positive or negative depends upon

the style of the leadership and manager. Performance of the employee depends

upon the rule and regulation, policies offered by the organization (Bari, Arif, &

Shoaib, 2013).

Some of the other factors on which employee performance depends are job sat-

isfaction, benefits structures, promotion and rewards plan (Chaudhry, Sohail, &

Riaz, 2013). Those factors have been studied with deferent relationship by differ-

ent researchers. Most of the studied that concluded the leadership or managerial

behavior has a high impact on employee performance. The role of particular
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emotions and contextual factors play in abusive supervision has been under em-

phasized relative to supervisor characteristics. At the heart of AET (Weiss &

Cropanzano, 1996). There is the possibility that specific emotions are going to

probably evoke certain responses of behavior. Subsequently, it is assume that,

as a negative emotions reaction, disappointment and frustration are probably go-

ing to add expansion of destructive behavior in the organizational environment.

Moreover, it is also reflection of research that negative emotions are directly and

positively identified with working environment hostility. Such as, (Mawritz, Fol-

ger, & Latham, 2014) have shown the anxiety and anger might have a significant

effect on abusive supervision behavior. Thusly, we expect that negative feeling

will be directly connected with impression of abusive supervision.

In particular, Dollard and their other colleagues take note of that the aggressive

behavior presupposes the presence of frustrated behavior and that the presence of

frustration dependably prompts to some type of hostility (Finman & Berkowitz,

1989). At this point when employees are disappointed and frustrated, they might

be frequently motivated to dispose these upsetting emotions to captivating in

hostility or counterproductive working environmental behavior (Aad et al., 2012;

(Yang & Diefendorff, 2009). Courtright (2013) conducted a study that concluded

that Family work conflict is the most critical factor towards abusive supervision.

He further concluded that employee those who experienced work family conflict

show more aggressive behavior, unethical behavior and abusive behavior towards

their employees and subordinate, his capacity is found more in female supervisors.

Abusive supervision is considered as the darkest style of supervision and manage-

rial behavior (Tepper, 2007). Knowledge sharing between the subordinate is key

factor for enhancing the performance, research concluded that knowledge sharing

and abusive supervision has a negative correlation (Xu et al., 2018). This darkest

behavior of the supervision even impact on the creativity of the employee (Javed

et al., 2019).

Employee creativity the interest in the project activity performance is important
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the employee is key asset for that particular activity. Affective event theory con-

cluded that the performance of the employee depends upon their moods and emo-

tion (Lam & Chen, 2012). Employee performance even depends upon the mood

and emotion of the employee where abusive supervision has a negative impact

on the employee performance, employee creativity and employee sleep (Antwi et

al., 2019). With reference to the effective event theory it can be concluded that

when abusive supervision impacts on the emotion of the employee, its perfor-

mance increase or decrease with dependence of the employee emotions activation.

For better and high performance, it is required for the employee that they should

focus on the activity or work they are performing. Park et al. (2017) concluded

that abusive supervision causes deviation of employee from its performing work

which leads it in decreeing the performance of the employee. Not only employee

but overall performance of the organization is also effected by abusive supervision

(X. Wu, Kwan, Ma, Lai, & Yim, 2017).

Efficacy-self efficiency and focus on the work is mediatory for the success. As

the employee lose its concentration with respect to the performing activity, its

deviation enhance from the performing activity, the performance of the employee

negatively affected. Abusive supervision is a factor due to which employee loses

focus on the work and deviation enhanced which results as decrees in the employee

self efficiency (Marzooghi & Elham, 2017). Job satisfaction is also a key factor on

which employee performance depends. Abusive supervisor and negative emotion

of the employee has a positive strong correlation even its negative impact exist on

family Conflict and Family Satisfaction (Dong, Jing-kuang, & Hui, 2017). With

the literature mentioned it has be hypothesis that abusive supervision has a nega-

tive impact on the employee performance. Employee performance and success are

also two interlinked factors which has been research with many dimensions. Job

satisfactions and success are linearly related with the job satisfaction (Demerouti,

Bakker, & Leiter, 2014). Employee is the main source and assets of the organiza-

tion for success.

Project success depends upon the effort of the resources, and knowledge shearing
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with each other (Mujtaba & Jamal, 2018). Training is also a key factor for enhanc-

ing the performance of the employee. Ben-Hador and Eckhaus (2018) concluded

that mental health of the employee is also important for the performance of the

employee. Reviewed literature clarifies the important aspect of the project success

and employee performance. Literature about the abusive supervision shows that

abusive supervisor has a direct impact on emotion, performance, self efficiency,

employee creativity, focus on the work and work deviation. These all factors are

also mention and declared as important factors for success of the project. Em-

ployee performance and project success is considered as linear proportion to each

other. When those employee performance critical factors are negatively affected

by the abusive supervision, employee performance decrees and it can be considered

that project success get effected by the abusive supervision. Abusive supervision is

considered as negative leadership and it results found in the form of low individual

and group presentation (Priesemuth, Schminke, Ambrose, & Folger, 2014). Abu-

sive supervision has a direct relation with the employee emotion as the negative

emotion of the employee is effected (Tepper et al., 2011). If the employee does

not perform, do not complete their task on time that leads the project towards

failure.

Based on the above theoretical rationale and related previous study, we first pro-

pose that the abusive supervision has bad impact on the employee performance

and job satisfaction. We can also propose that in project base organization, if the

employee does not perform properly, the chances of getting success decreases.

Hypothesis 4: Employee performance plays the mediating role between

Abusive supervision and Project success.

2.5 Moderating Role of Scope Creep

Projects are temporary management activity that carried out to produce unique

product or services by fulfilling requirements of their customers and it is central

activity in different organization. As leaders or managers are well aware of their

employee performance and only they play an important role for their organizations
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reputation (Mainemelis, Kark, & Epitropaki, 2015). Employee performance com-

prises of individual contribution in the effort of goals in the organization (Tanui,

2015). Through performance you can achieve the outcomes by using employee’s

skills (Prasetya & Kato, 2011). Poor decision making by project managers can

affect the project scope as it can lead to scope creep (Thakurta, 2013). The com-

plex nature of projects requires high expertise and technicality during the design

stages to clearly define the scope and the construction stages to execute the work

to meet the scope requirement.

PMBOK considered scope creep as an important thing that can upshot project

success (PMI, 2013). Researcher states that changing’s in project cannot avoided

absolutely so changes that occur should controlled; uncontrolled changing’s re-

ferred as scope creep in projects (Shirazi, Kazemipoor, & Tavakkoli-Moghaddam,

2017). Scope creep has been defined by several researchers to understand its fun-

damentals, in recent study scholars stated that scope creep is inclusions of more ac-

tivities than the originally decided in project charter that ultimately lead projects

to incur more cost , schedule and it may distress desired outcomes (Madhuri &

Suma, 2014). Scope creep are the changes that are made in the scope after the

contract.

Effective management of stakeholders can eliminate the occurrence of scope creep

and lead to effective scope management. Similarly, proper management capa-

bilities enhance environmental performance due to the significant role a project

manager plays in ensuring environmental performance (Häkkinen & Belloni, 2011).

For more understanding the concept of scope creep and changing in Project scope

it made clear that term Changes in project scope and scope creep are different

things (Teye Amoatey & Anson, 2017) change in project scope are changing in

the project where both owner and contractor are aware of their impact on the

project triangle (cost, schedule and quality) and agreed to incorporate with these

changing’s. Those changes should be re evaluated. Changes in the scope should

be verified, approved and documented (Owens & Khazanchi, 2009).

Several studies have been conducted to analyze the changing order in projects,

recent study stated that the impact of change order in project can lead projects to
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cost overrun, schedule delays and constituent decreased in employee productivity

(Safapour, Kermanshachi, & Ramaji, 2018). In other handful study researchers

investigate the scope creep impact on software projects where they stated that

occurrence of scope creep can lead projects to get increased in project size, thus

schedule pressure increases in projects that lead to decrease in employee perfor-

mance (Thakurta, 2013). Changes in the scope of the project are directly linked

with employee performance. Changes in scope also negatively influence the success

of the project. Scope creep can take you project off track in sense of schedule,

cost, resource and many other factors (Sanghera, 2019). Getting off the track from

schedule and cost is mainly because the employees are not performing according to

the requirement. If changes lead the project out of the predefined cost or schedule

several corrective action are need to be taken against it (Sanghera, 2019).

Due to changes in scope of the work required, employee loss their focus on the work

which negatively impact over the performance of the employee and employee get

effected. Same abusive supervision also negatively impact over Performance of the

employee. Abusive supervision is type of situation when employees perceive that

their employee start treating them unfairly, start laughing and make fun of them

and start taking credit of success instead of giving to the performer or employees

(Hoobler & Brass, 2006). Abusive supervision is also refer as verbal or non verbal

aggressive behavior of supervision (Harvey, Heames, Richey, & Leonard, 2006).

According to Tepper (2000), abusive supervision refers to the subordinate’s ex-

pectancy of the level to which the supervisor is betrothed in continuous display of

the aggressive verbal and non-verbal behavior exclusive of physical contact. The

silent facts of abusive supervision also include the employee threat of job firing,

Embarrassing and shameful attitude and none sharing of knowledge.Abusive su-

pervision is also related with a perception that has been referred by (Ashforth,

1994) as petty tyranny, i.e. supervisor’s power deployment randomly, unfairly and

nastily”. Petty tyranny is said to be comprised of six sub divided dimension that

are unpredictability and self-aggrandizement, lack of kindness, a forcing style of

disagreement declaration, discouraging plan, non-contingent penalty and mocking

subordinates.
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Just as abusive supervision, workplace bullying refers to continuous publicity hos-

tile actions at place of work. However, more or less 75% of workplace harassment

are being devoted by hierarchically superior agents that is supervisors towards sub-

ordinates. Based on the above theoretical rationale and related previous study,

we have proposed that scope creep directly impact on the Employee performance.

We can also propose that in project base organization, if the employee does not

perform properly, the chances of getting success decreases which can be caused

due to changes in scope required. Exploring the (Tepper, 2007) studies that the

effect of abusive supervision is directed by characteristics of their employees and

workplace, we recognize that most of subordinates under the abusive supervision

particularly influence by assertiveness to remain silent due to fear of recourse loss

(Xu et al., 2018).

Moreover researchers acknowledge that low-assertive employees who encounter

more fear as a consequence of abusive supervision will not participant in organi-

zational improvement issues and remain silence due to the high social and instru-

mental cast connected with attesting themselves. After all the literature review

and mention above it can be hypnotized that,

Hypothesis 5: Scope creep negatively moderates the relationship

between abusive supervision and Employee Performance.

2.6 Theoretical Framework

Figure 2.1: Theoretical Model
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2.7 Hypotheses of the Study

On the basis of above literature we can hypothesis that:

H1: Abusive supervision has negative and significant relationship with Project

success.

H2: There is negative and significant relationship between abusive supervision

and Employee performance.

H3: There is positive and significant relationship between employee performance

and Project success.

H4: Employee performance plays the mediating role between Abusive supervision

and Project success.

H5: Scope creep negatively moderates the relationship between abusive supervi-

sion and Employee Performance.



Chapter 3

Research Methodology

It is very important to differentiate between research methods and research method-

ology because these two are very different from each other. Research method

involves each techniques/methods that has utilized for orchestration of research.

Research methods or techniques refer to the ways researcher utilizes in conducting

research options. In other words, all those techniques, which has utilized by the re-

searcher while studying research problem, known as research methods. In contrast,

research methodology is method of carrying the research and finding the solution

of research problem significantly. The contemplation of research methodology is

broader than that of research methods. Hence, when we speak of methodology it

doesn’t mean only the methods but also the logic behind the methods utilize in

the context of that study and explain the utilization of one technique or method

over another, so that research results are capable of being assessed either by other

or researcher himself.

This chapter specifically indicates the methodology to investigate the impact of

abusive supervision on Project success with mediating role of employee perfor-

mance, moderating role of scope creep. The discussion in this chapter are re-

lated to research design, population and sampling techniques, characteristics of

the sample and instruments of all the variables and items present in each variable.

This chapter focuses on the methodology that will be followed to analysis the

relationship between Abusive supervision as an independent variable , Employee

35
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Performance as am mediator, scope creep as a moderator and Project success as

a dependent variable.

3.1 Research Design

A good research design assists researchers to get outstanding results, in addition

it helps in escalating usefulness of the research. Predominantly, in social sciences

two research design approaches are there known as “quantitative approach” and

“qualitative approach”. Majority of researchers hold belief that quantitative re-

search is more reliable and effective as compared to qualitative approach (De Vaus

and de Vaus, 2001). Researchers can secure authenticated and trustworthy results

with the assistance of quantitative research design (Chase, Teel, Thornton-Chase,

& Manfredo, 2016). Research design is defined as exhibition of situation for data

gathering and investigation in such a way with the intention of objective is in the

direction of blend pertinence to do research aim with wealth in method (Al, 1960).

The methodology that is used for collecting, gathering information and data of

the research question though research questionnaire is known as Research Design.

A group of procedure that is used for analyzing the collected data of different

variables that is used during the research or variable used in the research model is

called research design (Andrew Kirumbi, 2018). Research design explains different

aspect of the research that mainly include the research hypothesis, Research vari-

ables that are dependent variable, dependent variable, mediator and moderator

variable. It also include the correlation analysis, regression analysis, the mothod

though which data is collected and research problem. Following aspects of the

Research design will be considered during our research.

3.1.1 Research Philosophy and Quantitative Research

This research is conducted on hypothetical deductive method of research also

know as scientific method of research which depends on determinism thinking,

in which prior studies were consider as base on presented theories be employed
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en route to understand as well as support the conceptualized hypothesis which

will then be tested empirically for authentication of the anticipated hypothesis.

Hypothetical deductive method or model is also be called as scientific method of

research. According to this scientific method of research, different test are carried

out for the verification and clarification of proposed solution of the problem that

is initially demonstrated. For targeting large number of population, generally

quantitative research has been used for the sake of collecting quality data also

for the purpose of associating variables to each other and for representing the

personality of association between the variables used in the specific research.

3.1.2 Type of Study

The current study is an ‘descriptive study. According to Baxter and Jack (2008),

Researchers used this term when they explore answer to question and the objective

is to discuss the causal relation between the interventions. This is a causal/rela-

tional study in which the influence of project role overload on project supervisor

incivility has assessed depends on respondent self-reported observation concerning

those variables. Survey is a process of gathering quantitative data in pre-defined

and formulated format to make easier data. Data is gathering from a sample and

view made on whole populace (Kerlinger & Lee, 2000).

Even though sample should exist with accordance to scientific research method-

ology. Survey can be split in two types; descriptive survey and relational survey

(Rungtusanatham, Choi, Hollingworth, Wu, & Forza, 2003). To study empirically

the links among independent variable and dependent variable relational survey

should be utilized while descriptive surveys utilized to study present situation of

associations. This study will analyze the supervisor abusive behavior on project

and will also investigate the blow of scope creep with the combination of abusive

supervision on employee performance. I will also give an idea that how employee

performance get influenced by the abusive supervision with further this employee

performance impact on the success of the project. This research will help the

supervisor that weather the abusive behavior should be adopt or not and gain

success in the Project.
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3.1.3 Study Setting

The present directly relates to the work place because respondents that include

different employees working on different projects and their supervisors of public

and private project based organization that are supervising their employees were

approached with in the working hours to make sure they were present in the

organization and they filled the questionnaire without any pressure. Variables

included in this study were neither manipulated nor controlled, and no artificial

setting has produced for study.

3.1.4 Unit of Analysis

Every member performing their job within the organization is considered as an

individual unit. Culture, organization, group or any individual can separately

considered as a unit. Our research is a micro level research that is why our unit

of analysis will be individual employee in Project based organization. On the

broader view it will focus the group. For the current study unit of analysis was

individual employee who are working in Project based organization in Islamabad

and different cities of KPK that are Mardan and Peshawar.

3.1.5 Time Horizon

Saunders and Lewis (2012) describe two types of research study that is distin-

guished on the Time. He declared those types by longitudinal and Cross-sectional.

If data has to be collected in a specific time period with no bound of time do-

main this type of data collection should be called as longitudinal while if we have

collected the data in a specific time period so declared as Cross-sectional. Our

research is cross-sectional in nature. Questionnaires were used for the collection of

the data. Those questionnaires were circulated in between the month of December

2018 and those responses were complied in the mid of January 2019.
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3.2 Population and Sample Size

Software sector is considered as one of the most rapidly growing sector in respect

if the technology, there for software sector has been taken as population for the

analysis of our research. Data were collected through Research questioners. Data

were collected for the purpose for analyzing the impact of abusive supervision

on Project success with mediating role of Employee performance. Our data will

also analyze that how employee performance will moderate between Abusive su-

pervision and Performance of employee. Those questionnaires were distributed in

between the month of December 2018. Almost 350 questionnaires were distributed

through Google doc and printed questionnaires. Out of those 350 questionnaires

only 268 questionnaires were received back with the response rate of 76%. Among

those 268 responses 254 were completely filled and considered for the analysis pur-

pose. According to the PSEB, the estimated value of graduated and software/IT

employee are more then 300,000. Calculation of the sample size has been given

below.

n = Z2pq
e2

Assuming that 83% serve as an employee as developer and Programmers in the

software sector. That is why value of p=0.83 as p is the estimated or assumed

population. 95% of confidence level with plus or minus of 5% were selected as

margin of error so Z=1.96 and e = 0.05 respectively. By subtracting the value of

p from 1 we calculated the value of q as q= 0.17 as the formula of q is q= 1- p.

n = (1.96)2(0.83)(0.17)
(0.05)2

n=216

3.3 Data Collection Procedure
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Data were gathered from project organizations based on reference by teachers,

relatives and friends. In fact, without connections data collection is very diffi-

cult specifically in Pakistan. Therefore, to approach maximum respondents every

possible effort was utilized. The respondents were requested to help and provide

consent in data collection. For ensuring confidentiality of information provided

by respondents a cover letter was attached with every questionnaire. The cover

letter with no doubt exhibited that the study is being carried out for scholarly pur-

poses. Respondents were pledged of the privacy of their names and responses in

order that the respondents do not feel hesitation to fill the questionnaire decisively.

For data collection approximately, 350 project supervisors and subordinates were

approached. However, after receiving them back only 254 were completely and

properly fill and those are considered for the analysis purpose.

3.4 Sampling Technique

Data cannot be collected from whole population because population is almost

infinite. For this purpose a proper sampling technique is used collect the data and

analyze it. A small subset from total population can be drawn by Probability or

non probability technique which is known as Sample.

Employee working in Project based organization (Software sector) was contacted

for analyzing data by using non probability convenience sampling technique and

data were collected from employees that are conveniently available to available

and willing to participate in the study. 350 questionnaires were distributed and

254 were considered for analysis. Data were collected from those employees that

are currently working on different projects in software sector. Hair (2015) explains

that the data collecting from a sample that represents the whole population is a

procedure that is used by the researcher for the specific purpose in their research.

The author visit different project based organization and explains the purpose of

collecting data and insured them that their response will be kept strictly secret

and their provided data will only be utilize once for the academic purpose.
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3.5 Handling of Received Questionnaires

Received questionnaires were carefully examined for missing data. The question-

naires received were having problem of missing values means that there are some

questions in a questionnaire that were not answered by the respondents. In quan-

titative study, an important aspect is to handle missing data, because it generates

some serious tribulations. After it should be constitutes to statistical power of the

data. Statistical power means statistical technique analytical ability to discover

any significant impact by the data set under observations (Roth & Switzer III,

1995). Secondly, missing data also influence the accuracy of estimated variables.

Guidelines are present in the literature for handling of missing data.

The dominant techniques for non available values should be handle according to

(Roth & Switzer III, 1995) are regression imputation mean substitution and se-

quential removal. In mean substitution, mean value is entered for missing response.

In regression imputation, regression equation is devised based on interrelated vari-

ables for imputing and estimating missing values. In listwise deletion, if there is

any missing data, all the data are deleted regarding to that respondent. All the

methods have their own pros and cons. If talk about listwise deletion approach it

takes into consideration only respondents original responses and researcher doesn’t

enter anything in data set but if there is little missing values then this approach

cause loss of large amount of data and influence sample size as well. Mean substi-

tution approach assists saving large amount of data but the disadvantage is that

it might interrupt original links that have been shown by respondents.

Although, this issue can be disparaged if complete section in questionnaire is

missed or missing values are small. For the current study, based on the question-

naires received from the respondent and after punching of the data it was realized

that there are missing values. To cope with missing values mean substitution ap-

proach was utilized. The reason was in every questionnaire less than five items

were missing.
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3.6 Research Instrument

Adopted questionnaires were utilize for collection of data and those questionnaires

are recently used in high impact factor journal. The details of scale used in present

study for the variables Abusive supervision, Employee Performance, Scope Creep

and Project success are presented below.

All the questionnaires were developed to using a 5-points range where 1 stand for

strongly disagree, 2 for disagree, 3 relates to neutral, 4 relates to agree and 5 re-

lates to strongly agree. Questionnaires in addition contain the few other variables

that relates with characteristics of respondents and know as demographic vari-

ables. Those demographic variables contain respondent age, experience, gender

and qualification.

3.6.1 Abusive Supervision

Abusive supervision represent as an autonomous variable in this research. It in-

cludes 9 item scales which describe abusive supervision. Those questionnaires were

developed by (Mitchell & Ambrose, 2007). A Five-Point Liker scale was utilized,

extending from 1 strongly Disagree to 5 that is strongly agree. The sample items

include “I kept quiet instead of asking questions”; “I remained silent when I had

information etc”. Reliability of the scale was 0.865.

3.6.2 Employee Performance

Employee performance represent as mediator variable in this research. It includes

5 item scales which describe Employee Performance. Those questionnaires were

developed by Thomas & Jamie in 2004. A Five-Point Liker scale was utilized,

extending from 1 strongly Disagree to 5 that is strongly agree. The sample items

include “Does work you perform meet”, “Do you believe in completing task before

time etc” Reliability of the scale was 0.819.
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3.6.3 Scope Creep

Scope Creep represent as moderating variable in this research. It includes 8 item

scales which describe Scope Creep. Those questionnaires were developed by (Love,

Irani, & Edwards, 2004). A Five-Point Liker scale was utilized, extending from 1

strongly Disagree to 5 that is strongly agree. The sample items include “changes

were documented, “scope was reevaluated” etc. Reliability of the scale was 0.881.

3.6.4 Project Success

Project Success represent as dependent variable in this research. It includes 11

item scales which describe Project success. Those questionnaires were developed

by (Lean, 2009). A Five-Point Liker scale was utilized, extending from 1 strongly

Disagree to 5 that is strongly agree. The sample items include “The project has

made a visible positive”; “The project has directly led to improved” and “I The

project had no minimal or start-up” etc. Reliability of the scale was 0.934.

Table 3.1: Instruments

S.NO Variable Source Items

1 Abusive Supervision
Mitchell & Ambrose

92007

2 Employee Performance
Thomas & Jamie

5
2004

3 Scope Creep
Love, Irani & Edwards

8
2004

4 Project Success
Zailani & Fernando

112009

3.7 Data Collection Technique

Close ended questionnaires were distributed in the month of December 2018. Al-

most 350 questionnaires were distributed through Google doc and printed ques-

tionnaires. Out of those 350 questionnaires only 268 questionnaires were received
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back with the response rate of 76%. Among those 268 due to missing values or in-

complete responses only 254 were completely filled and considered for the analysis

purpose.

3.8 Data Analysis Tool

The software SPSS were used to evaluate the data that has been collected through

close ended questionnaires. The data has been tested for correlation analysis and

regression analysis. Correlation analysis is used to evaluate how depended variable

is connected with dependent variable. Regression analysis is used to measure the

impact or change in the dependent variable that has been caused by the dependent

variable. Hierarchical regression analysis is use in the case of multiple factor that

may cause variations in the result.

3.8.1 Analytical Techniques

SPSS software is used for the purpose of statistical calculations. For measuring the

internal reliability of the scale Cronbach,s alpha will be calculated. Correlation

been carried out to find the change of one variable and it’s respective change on

the other variables. Regression analysis been carried out to find the direct impact

of the dependent variable on independent variable. Conducting further analysis

(Preacher & Hayes, 2004) method were carried out to test the mediation and

moderation role. For those mediation and moderation test we need to select the

model. Model 7 were selected for the mediation and moderation test as our model

show moderated mediation.

3.9 Sample Characteristics

Few demographics questions were asked during the data collection were they were

insured that their response will be kept private and only be utilized for the analysis
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purpose. The demographic questions include questions about their Gender, Age,

Experience and Qualification. Sample characters are mention under table.

3.9.1 Gender

Gender is one of the most likely asked questions in demographics as it simply

divides the population in male and female. It has been experiential that the pro-

portion of male respondents was privileged than female as in software organizations

mostly business managers are male and female are very low in range and if they

exist they only work in higher authority such as manager, senior developer and

member of board of director. Table 3.2 show clearly that ratio of respondent in

comparison of male and female, the male respondent are more than the female.

Table 3.2: Gender Percentage

Gender Frequency Percent Valid Percentage Cumulative
Percentage

Male 176 69.3 69.3 69.3
Female 78 30.7 30.7 100
Total 254 100 100

Table 3.2, show the total sample size that is 254. In those 254 male was 69.3% of

the total where as the female are 30.7%. The cumulative percentage was calculated

as 100% and mention in the table mention above.

3.9.2 Age

People mainly don’t like to recognize or disclose their due to some hesitation that

is why age was divided in different ranges looking at the comfort ability of the

respondent. Those ranges were mention on the questionnaire to gather the data

about the respondent age’s during the survey.

Above Table 3.3, mention the information about the age’s of the respondents. In

254 respondents 37.4% having the age between 20-25, 30.7% of the respondents

were between 26-30, 18.1% of respondents were between 31-35, 13.8% of sample
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Table 3.3: Respondent’s Age Distribution

Age Frequency Percent Valid
Percent

Cumulative
Percent

20-25 95 37.4 37.4 37.4
26-30 78 30.7 30.7 68.1
31-35 46 18.1 18.1 86.2
36 and
Above

35 13.8 13.8 100

Total 254 100 100

population were range of 36 and above. The total cumulative percentage was

calculated as 100. Age ranges from 26-30 has the highest percentage.

3.9.3 Qualification

Qualification or education is essential element of demographics like age and gender

because education is imperative for success of any country. Education is another

important factor that much is included in the demographic because education is

the source of knowledge. Knowledge helps the particular person to perform in

better way during the project. Education must be added in the demographic

because I give the information about the respondent that up to which level you’re

despondent is qualified. For this purpose education is added in the demographic

part of the questionnaire and mention in the table below. Five diverse category

of degrees were mentioned in questionnaire in order to gather data concerning

education.

Table 3.4: Respondent’s Qualication

Education Frequency Percent Valid Percent Cumulative
Percent

Metric 3 1.2 1.2 1.2
Inter 8 3.1 3.1 4.3
Bachelor 116 45.7 45.7 50.9
Masters 104 40.9 40.9 90.9
PhD/ Post
PhD

23 9.1 9.1
100

Total 254 100 100
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The Table 3.4, mentions above gives the information about the education or

qualification of the respondents. Out of the total 1.2% of them was Metric, 3.1%

of them was Inter, 45.7% of them hold the degree of Bachelors, 40.9 and 9.1% of

them were Masters and PhD or Post PhD respectively.

3.9.4 Experience

Work experience has a major role during the projects because experience gives

enhancement in performance, Employee works in different organization and mainly

keeps on changing organization after few years. The collective years that employee

work in different organization is known as experience of the employee. Experience

has a vital role in demographic because creativity and performance of the employee

increasers and get stabilized as they get experienced. There were four ranges that

was mention in questioner, these ranges were use to collect the data about the

total tenure they worked in different organization., these years ranges prepared

suitable for employees to decide work experience. It can give creativity in the

work, make the person innovative. For the data collection purpose different time

range was mention for the convenience of respondents. Those ranges are mention

in the table below.

Table 3.5: Respondent’s Experience

Experience Frequency Percent Valid
Percent

Cumulative
Percent

0-5 151 59.4 59.3 59.4
06-10 53 20.9 20.9 80.3
11-15 30 11.8 11.8 92.1
16 and
Above

20 7.9 7.9
100

Total 254 100 100

The Table 3.5, above mention the experience of the respondents that show most

of the respondent having the of 0-5 years. 59.4% of the respondents have the

experience of the 0-5 years. 20.9% of them are in the range of 6-10 years where

11.8% and 7.9% of them are in the range of 11-15 years and 16 or above 16 years

respectively.
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3.10 Reliability Analysis

Under table 3.6 mention the Chronbach’s Alpha; it is the internal reliability and

consistency of the scale. It was developed by Cronbach in 1994. Chronbach’s

Alpha or Coefficient alpha must be greater than the minimum threshold that is

0.70 to provide good estimates to retain the items (Nunnally & Bernstein, 1994).

Reliability test refers to the degree where the stability and consistency is use to

analyze what is expected from measurement. Reliability test is a common test used

in the research to measure the validity of the scale used for the research. Reliability

measurement states from value of 0 to 1 for measuring the scale internal validity

and it is known as Cronbach Alpha. Higher the value of Cronbach Alpha, higher

the reliability of the scale. Lower the value of Cronbach Alpha lower the reliability

of the scale. Cronbach Alpha is also used to calculate the correlation among the

internal variable variables of the research.

Minimum value considered for the good reliability is 0.7. Value lover then 0.7

is considered to be lover reliability of the scale used for the research. Table 3.6

mention the details of Cronbach Alpha Coefficient. Coefficient Alpha of Abusive

supervision is measured 0.865 with 9 items, Coefficient Alpha of Employee Per-

formance is measured 0.819 with 5 items, Coefficient Alpha of Scope Creep is

measured 0.881 with 8 items and coefficient Alpha of Project success is measured

as 0.934 with 11 item included in the scale.

Table 3.6: Scale Reliability

Viable No of items Cronbach’s alpha

Abusive Supervision 10 0.865
Employee Performance 5 0.819
Scope Creep 8 0.881
Project Success 11 0.934

3.11 Data Analysis Techniques

After the data was collected, the data that is relevant and completely filled were

considered for the analysis purpose. 254 responses were find filled completely with
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no double or missing values, SPSS 20 were used for analyzing the dat. Following

procedure were carried on during the analysis of the data, those procedure are

mention under.

1. Initially only the questionnaires that were filled completely with no double

values were selected for the analysis.

2. Every item in the questionnaire will be coded and further use for the analysis.

3. Frequency table will be used for explaining respondent’s characteristics.

4. Descriptive statistics were measured using numerical values.

5. Cronbach alpha will me checked for all variable to verify the reliability of

each variable.

6. Correlation analysis will be conducted to measure and analyze whether sig-

nificant relationship exist between them or not.

7. Correlation analysis was conducted to measure whether there is a significant

relationship exists between those variables.

8. Single linear regression will be analyzed to demonstrate the proposed rela-

tionship between Independent variable and dependent variable.

9. Process developed by Preacher and Hayes will be used for conducting me-

diation and moderation test to demonstrate the role of mediator between

Independent and dependent variable and moderator between independent

variable and moderator.

10. Preacher and Hayes method and correlation will be tested for checking and

analyzing the acceptance and rejection of assumed hypothesis.

3.12 Research Ethics

During conducting this research thesis, desirable ethics and standards were fol-

lowed and more particularly while collecting data. Firstly, the aim of the research
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was conveyed to the respondents and after getting concurrence of the respondent,

their response was acquired and incorporated for data analysis. The respondents

were given guarantee about the confidentiality of the responses as the subordinates

filled project supervisor incivility questionnaire and it might create problems for

subordinates if supervisor get to know that they rate him/her negatively.

Moreover, the data related to supervisors were also kept secret as it contained

supervisor related emotions and personality. Furthermore, data collection were

done in natural setting and the respondents were not forced for instant feedback.

For the convenience, proper time was provided and respondents were not forced

for some advisable response. Despite of the fact that the researcher faced some

unsuitable behavior in most case such as some respondents lost questionnaires,

few of them did not return the questionnaires, but still they all were responded

with appropriate behavior without any bad words.
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Results

4.1 Descriptive Statistics

Descriptive Statistics table show the basic information about the response that

has been collected for the analysis purpose. Descriptive statistics mainly contain

the statistical measurement of the data that is be analysis such as sample size,

standard deviation, mean value, minimum and maximum values. It also represents

the large summation data into the well organized and summarized form. Under

mention table 4.1 shows the assembled data of this research.

Total of 6 columns are shown in the table 4.1 where first column contain the names

of the variable, second column contain the total sample size of the research, third

column contain the minimum value calculated in the response of the particular

variable, fourth column contain max value received during the response of that

particular variable, fifth and sixth column contain the mean and slandered devi-

ation calculation for the collected data respectively. For all four variables, 5 liker

scales is used that varies from 1 that show strongly disagree to 5 that represent

strongly agree.

The minimum value of Abusive supervision is 1 and maximum is 5. Employee

performance has the maximum value of 5 and minimum value of 1. Scope creep

have the minimum value of 1 and maximum value of 5 were the dependent variable

Project success also have the same minimum and maximum of 1 and 5respectivily.

51
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The independent variable that is Abusive Supervision has a mean value of 2.278

with standard deviation of 0.870. The depended variable Project success shows

the mean value of 3.794 and standard deviation of 0.860. Employee performance

is the mediating variable that has a mean value of 3.812 and standard deviation

of 0.867. Scope creep will act as a moderating variable in our research framework

and has a mean value of 3.672 and standard deviation of 0.795. This analysis

was measured on the total response collected and selected for the analysis. 254

responses were selected for the analysis purpose.

Table 4.1: Descriptive Analysis

Variable Sample
Size

Min Max Mean Std.Deviation

Abusive
Supervision

254 1 5 2.278 0.87

Employee
Performance

254 1 5 3.812 0.867

Scope Creep 254 1 5 3.672 0.795
Project Suc-
cess

254 1 5 3.794 0.86

4.2 Correlation Analysis

Correlation analysis shows the dependence of one variable on another variable.

Orodho (2009) explains the correlation as correlation show the relationship or

connection of two uninterrupted numeric variables. Under mention table 4.2 elab-

orates the correlation of the variables with the level of significance that is presented

by the positive or negative signs. Positive sign indicate that the both the variable

are going in the same direction. It also shows that both of the variables are mov-

ing in the same positive direction. Negative sign show that both the variables are

negatively associated with each other and they are moving to in opposite direc-

tion. Correlation value always lies between +1 to -1. The value 0 indicates that

no relationship exists or no correlation exists between those variables.

In our study correlation will carried out for discovering the relationship of Abusive

Supervision on Project Success with mediating role of Employee performance and
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moderating role of scope creep. Correlation values also open the discussion about

the strength of the relationship towards the targeted variable and this strengthens

is judged the distance of value from the zero. Positive sign will indicated direct

relation while negative sign will show indirect sign.

Table 4.2: Pearson Correlation

Variables Abusive
Supervision

Employee
Performance

Scope
Creep

Project
Success

Abusive Supervi-
sion

1

Employee Perfor-
mance

-.146* 1

Scope Creep -0.024 .428** 1
Project Success -.201** .560** .546** 1

* Correlation is significant at 0.05 level (2-tailed). ** Correlation is significant at 0.01 level

(2-tailed) .

Table 4.2, shows the correlation with in the variables. The above table also

indicates the change in magnitude with the change of other variable. There is

a negative and significant relation in between abusive supervision and employee

performance, were r = -0.146* at p<0.05. The informatory correlation table also

show that abusive supervision and project success has a negative significant rela-

tion, were r = -0.201** at p<0.01. There is a negative but insignificant relation

exist between abusive supervision and scope creep, were r = -0.024 at p>0.05.

Employee performance has a positive and significant relation with project success,

were r = 0.560** at p < 0.000. Table 4.2 show that scope creep and project suc-

cess has a positive significant relation, were r= .546** at p<0.01. Scope creep and

Employee performance is also positively correlated with each significantly were r

= 0.428 at p < 0.01.

4.3 Regression Analysis

Regression analysis is used to find the actual relationship that actually exists in

between the variables. Altman and Krzywinski (2015) introduce the statistical
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method for measuring the actual relationship between the variables and declared

this method as regression. Different techniques involve for analyzing the relation

between dependent and independent variable. Correlation is not enough for pre-

dicting the relation between the variables indicates the actual relationship between

the variables that up to which extant one variable depends upon the other vari-

able. No multi co linearity exists as shown by the results of correlation analysis

that the Correlation coefficients were smaller than 1.

Table 4.3: Abusive Supervision and Project Success

Predictors β R2 Adjested

R square

F T Significant

Abusive Su-

pervision

-0.201 0.04 0.037 10.586 -3.254 0.001

Table 4.3, specifies the findings. The table shows the model summary that actu-

ally provides the R2, adjusted R2 and the change in one variable cause by other

variable per unit is shown by β. The value of R2 indicates the change in dependent

variable which is caused by dependent variable. Newly modified version of R2 that

is adjusted for the number of predictor in the model is known as Adjusted R2. In

this study, R= -0.201 indicate the low degree of correlation between AS and PS,

value of R2 = 0.040 specify 4% variation can be caused by the independent variable

in the dependent variable and value of Adjusted R2 = 0.037 shows 3.70% variance

can be caused were t = -3.254 and F= 10.586. Coefficient provides the important

prediction about the project success from Abusive supervision. In above table 4.3

significance value provides the information whether abusive supervision plays its

role statistically significant in the model. Value of sig that sig = 0.001 indicates

that Abusive supervision is statistically significant related to project success.

H1: Abusive supervision has negative and significant relationship with Project

success.
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Table 4.4: Abusive Supervision and Employee Performance

Predictors β R2 Adjusted

R Square

F T Significant

Abusive

Supervi-

sion

-0.146 0.021 0.018 5.526 -2.351 0.02

Conferring to outcome of this regression analysis, Abusive supervision show signif-

icant and negative relationship with employee performance (B= -.146, t=-2.351,

p =.020), accepting the hypothesis H2. H2: Abusive supervision and employee

performance are negatively associated with each other.

Table 4.5: Employee Performance and Project Success

Predictors ß R2 Adjusted
R Square

F T Significant

Employee
Performance

0.56 0.314 0.311 115.178 10.732 0.00

Employee performance has initiate to be noticeably positively linked with the

Project success at the significance level of P=0.000. Our considerable results are

indicating that results find out are clearly described the association. (B=.560,

t=10.732, p=.000) H3: There is positive association between Employee perfor-

mance and Project success.

4.4 Mediation Role of Employee Performance

Mediator variable define the relationship between Independent Variable and De-

pendent Variable. In this study we are using a single mediator which creates the

logical relationship.
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Table 4.6: Mediation Analysis

B SE T P

Abusive Supervision ⇒

Project Success

-0.11 0.05 -2.32 0.02

Abusive Supervision ⇒ Em-

ployees Performance

-0.14 0.06 -2.35 0.01

Employees Performance ⇒

Project Success

0.53 0.05 10.36 0.00

Note. Un-standardized regression coefficient reported. Bootstrap sample size 5000. LL =lower

limit; CI = confidence interval; UL = upper limit. N=254.

Abusive supervision and project success is Employee Performance. PROCESS

V3.3 macro tool were utilized for the mediation test develop by Andrew F. Hayes.

We are using Employee performance as a mediator so model 7 were used according

to the model templates for PROCESS for SPSS and SAS provided by Andrew F.

Hayes (A. F. Hayes, 2013). Variable used in the model analysis were X = Abusive

Supervision (AS) Y = Project Success (PS) and M1 = Employee Performance (EP)

and W= Scope creep (SC). Sample size was 254. Under table mention the model

analysis. The above table 4.6 mention negative effect of Abusive Supervision on

Employee performance with B= -0.14 the significance value of P = 0.01 Abusive

supervision and project success are negatively associated with each other. The

lover and upper value also do not have Zero crossing where LLCI = -0.2683and

ULCI = -0.0237 Relation between AS and EP is mention in the figure below:

Figure 4.1: Effect of AS on EP

The Table 4.6, mentions the impact of Employee performance on Project Success.

Employee Performance has a positive effect of 0.53 on Project success with the
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significance of 0.000. Vales mention in the table also justifies the third hypothesis

(H3). There is positive association between Employee performance and Project

success. Relation between Employee Performance and Project success is mention

in the figure under.

Figure 4.2: Effect of EP on PS

The above Table 4.6, mentions the impact of Abusive Supervision on Project

Success. Abusive Supervision has a negative effect of -0.12 on Project success

with the significance of 0.02. Vales mention in the table also justifies the First

hypothesis (H1). Abusive supervision and project success are negatively associated

with each other. Relation between AS and PS is mention in the figure under.

Figure 4.3: Effect of AS on PS

Table 4.7: Total Effect of AS on PS

Total Effect of X on Y

Effect SE T P LLCI ULCI
-0.19 0.06 -3.25 0 -0.31 -0.07

Indirect Effect of X on Y

Effect SE(Boot) Boot LLCI Boot ULCI
PS -0.07 -0.04 -0.16 0

Total Effect

Total effect expresses the effect of Independent variable that is abusive supervision

and Dependent variable project success. The total effect of Abusive supervision

on Project success is -0.19 with the significance of p = 0.02. It indicates that
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more or less 19% variance occurs in project success due to abusive behavior of

supervisor or due to abusive supervision. The lower limit of bootstrap is -0.31

while the upper limit is -0.07, without having any zero between both limits.

Indirect Effect

Indirect effect identifies Independent variable that is abusive supervision and De-

pendent variable project success in presence of mediator Employee performance.

In the presence of mediator the indirect effect is -.07. It demonstrates that Abusive

supervision has 7% variation in Project success in the presence of mediator that

is employee performance. The lower limit of bootstrap is -0.16 while the upper

limit is -0.00, without having any zero between both limits, which clarifies that

the results are significant.

Figure 4.4: Mediation Analysis

The above Tables 4.6, authenticate the hypothesis. (H4) Employee performance

plays the mediating role between Abusive supervision and Project success. Figure

above show that all paths (a, b, c) are significant and effect each other. The path a,

b and c are significance with 0.01, 0.02 and 0.00 respectively. The tables also show

that no zero lying in between path a, b and c. So those measured values through

analysis also practically justify the fourth hypotheses about the mediation.
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Figure 4.5: Mediation Analysis with Coefficients

4.5 Moderation Role of Scope Creep

Moderator works as a catalyst in research model. Moderator variable strengthen or

weaken the relationship between predictor variable and creation variable. H5 that

is Scope creep negatively moderates the relationship between abusive supervision

and Employee Performance. Table 4.2 show insignificant values between Abusive

supervision and Scope creep.

The relationship between scope creep and employee performance is also not sig-

nificant. Interaction term (AS x SC) also show insignificant relation where P =

.10. 95% confidence level between the upper and lower limits of -.021 and .214

of the interaction term. Existence of zero between the LLCI and ULCI indicates

that moderation didn’t exist and the assumed hypothesis that is scope creep mod-

erates the relationship between abusive supervision and Employee performance is

rejected.

Table 4.8: Moderation Analysis

Coeff Se T P LLCI ULCI

Constant 3.2 0.55 5.78 0 2.11 4.29
Abusive
Supervision

-0.49 0.22 -2.16 0.03 -0.93 -0.04

Scope Creep 0.24 0.14 1.7 0.08 -0.03 0.53
Int 1 0.09 0.05 1.61 0.1 -0.02 0.21
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H5 is rejected due its high significant value p> 0.05 and zero lying between LLCI

and HLCI.

Figure 4.6: Moderation Model

Table 4.9: Hypothesis Summary

Hypothesis Statements Results
H1: Abusive supervision has negative and sig-

nificant relationship with Project success
Accepted

H2: There is negative and significant relation-
ship between abusive supervision and Em-
ployee performance

Accepted

H3: There is positive and significant relation-
ship between employee performance and
Project success.

Accepted

H4: Employee performance mediates the rela-
tionship between Abusive supervision and
Project success.

Accepted

H5: Scope creep negatively moderates the rela-
tionship between abusive supervision and
Employee Performance.

Rejected
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Discussion and Conclusion

5.1 Introduction

This chapter includes the discussion about the outcome of the study. It also in-

cludes the discussion about hypothesis, their acceptance and rejection, Theoretical

and practical implication, strength and weakness of the study, its limitation and

future directions of the study. In this chapter the overall conclusion of this study

on will also be discussed.

5.2 Discussion

The main target of this study is to identify the impact of Abusive Supervision

on project success, with mediating role of employee performance and moderating

role of Scope creep. This study aims to measure that to what extant abusive

supervision impact on employee performance and Project success. What is the

relationship between employee performance and Project success? Does changes in

the predefined scope causes negative impact on employee performance? Analysis

was carried out on the collected data from different Project based organization.

Analysis shows that Abusive Supervision was negatively associated with employee

performance. Positive correlations were measured and exist between employee

61
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performances where Abusive supervision also negatively associated with Project

success.

The relationship of Abusive supervision and project success was mediated by Em-

ployee performance. Scope creep negatively moderates the relationship between

abusive supervision and employee performance. The results shows employee per-

formance significantly mediates the relationship between Abusive supervision and

Project success. Moderating variable has significant relation with employee per-

formance and Project success but insignificant relation with Abusive Supervi-

sion. Analysis shows that scope creep does not moderate the relationship between

Abusive supervision and Employee Performance as the relation show insignificant

value.

The main objective of the study was to first analyze the relationship between

Abusive Supervision and Project Success in project based organizations in context

of Pakistan. Alongside, the mediating role of Employee Performance is assessed

between Abusive Supervision and Project Success. Scope Creep is assessed as a

moderator between Abusive supervision and Employee Performance.

The study suggests that Abusive Supervision has a negative impact on project Per-

formance, Project Success which means abusive supervision should not be followed

to increase the Employee Performance and increase the probability of Project Suc-

cess. To increase the probability in the getting success in the projects, abusive

supervision should be ignored. The comprehensive discussion on each hypothesis

is as following

5.2.1 H1: Abusive Supervision has Negative Significant

Relation with Project Success

The assumption was accepted that Abusive supervision has negative and signifi-

cant relationship with Project success. Results of the Hypothesis (B= -0.12, t=

-2.32, P= 0.02). Significance values prove evidence of existing of significant rela-

tionship between both of the variable. The co-efficient is found to be -0.12 which

show that if there is a one unit change in Abusive Supervision, Project success will
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be decline by 12%. Results is based and supported by the previous literature. It is

evident from the past that due to abusive supervision behavior, employee outcome

and success factors get directly effected which at the end result in not achieving

the defined parameters of success (Gallagher et al., 2015). Project performance

and Project success are also interred linked with each other. Mitchell and Ambrose

(2007) also provides evidence for the negative relationship of abusive supervision

and project performance. We can also state Theory of Resource Conservation

(COR) and theory of social exchange as a potential explanation framework for

predicting the relationship between abuse supervision and project performance.

Abuse supervision is defined as” The perception of subordinates to their super-

visors in the continued display of hostile speech and nonverbal behavior”. This

may be when the supervisor ridicules their employees, gives them silent treatment,

reminds them of past failures, does not give proper trust, mistakenly blames or

loses temper. Such behavior may occur in the structure of time, office supplies,

raw materials, finished products or services provided by them. Supervisor has a

great responsibility on their shoulder so he should be more professional and ethical

person in comparison to subordinates. Supervisor lead the team in the projects in

respect of guidance and trust builder for the employee. Abusive supervision is con-

sidered as unethical leadership or supervision as it directly or indirectly effect the

performance of the persons working on the projects. Other factors such as delay

in work may occur just because of unethical behavior of the supervisor. Results

clearly indicate that if the supervision is not ethical and professional enough, de-

sired results cannot be derived out of that supervision. Bad and abusive behavior

of supervisor has a negative impact Project success.
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5.2.2 H2: There is Negative and Significant Relationship

between Abusive Supervision and Employee

Performance

The assumption was accepted that there is negative and significant relationship

between abusive supervision and Employee performance. Results of the hypoth-

esis were (B= -0.14, T= -2.35, P=0.01). Significance values prove evidence of

existing of significant relationship between both of the variable. The co-efficient

is found to be -0.14 which prove correlation between the variables and provide

the information about the 1 unit change in Abusive supervision will negatively

enhance the employee performance by 14%. It negative sign provide the evidence

of negative correlation between them. Those results itself highly supported by

the previous literature and researches. L.-Z. Wu, Liu, and Liu (2009) provide the

evidence that abusive supervision negatively impact over employee performance.

Employee performance depends upon many factors that are directly or indirectly

get negatively impacted my Abusive supervision.

Abusive supervision has negative impact on job satisfaction (Tepper, 2000). Even

mental health and physical are major factor in the performance of the employee.

Liang et al. (2018) concluded their research that Abusive supervision is the darkest

side of leadership or supervision which negatively impact over mental health even

it inversely correlate with Physical health of employee.

Supervisor has a high accountability on their shoulder so he should be more spe-

cialized and ethical person in comparison to subordinates but in the response when

the supervisor behave in a way that their supervisors engage in the sustained dis-

play of hostile verbal and non-verbal behaviors, excluding physical contact. This

behavior negatively impact over many factors that are related to the employee

that is directly linked with the performance of the employee. Abusive supervision

is one of the most unethical supervision behaviors that effects employee creativ-

ity, employee emotions, their attitude towards work even it negatively impact on

the perceptions of justice. These all factors are directly or indirectly linked with

performance of the employee. In those condition employee cannot focus on their
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work which impact over their performance. Those results also get supported from

the previous literature that abusive behavior of supervisor has a negative impact

over Employee Performance.

5.2.3 H3: There is Positive and Significant Relationship

between Employee Performance and Project Success

The assumption was accepted that there is positive and significant relationship

between employee performance and Project success. Result of the hypothesis

were (B= 0.53, t= 10.36, P= 0.00). Significant values provide enough evidence

of relationship existence between them. Coefficient value shows that if one unit

change occurs in Employee performance will cause 53% changes in project success.

The T value that is 10.36 represent employee performances has a positive impact

over Project success. Result are also been supported by previous and researches.

Project success depends over employee performance and they positively correlate

with each other (Pannirselvam & Madupalli, 2011).

Some factors that are linked with employee performance are employee commit-

ment towards their work, employee engagement with works and many others.

Brinkhoff, Özer, and Sargut (2015) employee commitment towards work enhance

employee performance which leads towards Project success. Project success may

depend upon many factors but employee are the key role in success as they are

the performing body in the Projects. Employee performance can be define as to

reach a objective, aim, set of goals or the required destination within a job pre

defined for the employee. If the employee pre set goals are accomplished or pre

defined objective for the employee are accomplished with the defined objectives, it

means employees are performed efficiently and the performance of the employees

are high.

In those condition when employee complete their work that impact over their

performance. As the performance of the employee enhance, better the objective

of the project achieve which cause increase in the success rate of the project and
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project success. Those results also get supported from the previous literature that

Employee performance has a positive impact over Project Success.

5.2.4 H4: Employee Performance Plays the Mediating Role

between Abusive Supervision and Project Success

The assumed hypothesis was accepted that employee performance mediates the

relationship between Abusive supervision and Project success. The results of the

hypothesis show significant results, as the upper and lower limits (-0.16, -0.01) indi-

cated the by the unstanderdized regression co-efficient and there is no zero existing

between them. Bootstrapped 95% interval in indirect effect of relationship between

Abusive supervision and Project success through employee performance show no

zero existing between them this indicated that Employee performance mediate the

relationship between Abusive Supervision and Project success. Supervisor plays a

vital role in enhancing the performance of the employee and success of the project.

Project supervisor plays a critical role in shaping organizations success and that

where organizations make difference in effectiveness.

Abusive supervision is one of the most negative leadership styles where employee

get disturb due to abusive behavior of leader. According to Kasapoğlu (2018) neg-

ative leadership will decrease the employee performance that will leave compound

negative effect on Project success. Abusive supervision will always consider as neg-

ative and dark side of leadership that impact negatively over the emotion, interest

in work, job satisfaction and Employee Performance. Employees are the key assets

during the project. If the performance of the employee gets negatively effected,

the performance of the employee decrease as they do not effectively perform their

work. Employee performance negatively impact over employee performance which

lead project towards failure or negatively affect Project success.



Discussion and Conclusion 67

5.2.5 H5: Scope Creep Negatively Moderate the Relation

between Abusive Supervision and Employee

Performance

The assumption was rejected that scope creep negatively moderates the relation-

ship between abusive supervision and employee performance. The results show

insignificant relationship (B=.09, t= 1.61, P= 0.10). For the significant relation-

ship P value should be less than 0.05. Results show P value as 0.10 that is high

level of insignificant. T value is also less than 2 so insignificant impact of scope

creep over employee performance. The value of B coefficient show that if one unit

changes in scope creep then it will impact of 16.1%.

Project goals and deliverables should be clarified to the employee for working on

their specific task. Regular changes in the scope after the projects begin can

detract the employee for their performing task as the employee cannot focus on

their work. Scope creep is some time declared as decease of scope. Abusive

supervision is a negative style of supervision which impact over performance of

the employee. Many factors such as job satisfaction, emotions, attitude towards

work as many other factors are affected by the abusive supervisions. These factors

negatively effect the performance of the employee. Changes in the scope of the

work required also effect the performance of the employee because the employee

cannot focus on a single objective as it get change again and again. Working under

the abusive supervision impact over the emotions of the employee, changes in the

scope may affect the mood of the employee.

Considering both of the factors the performance of the employee decrease and get

effected. This assumption can also be supported through affective event theory.

According the affective event theory the performance of the employee depends

upon the emotions and mood of the moods. If any change must be done should

be carried through change control board. The scope should be re-evaluated and

documented. Scope creep also directly impact on the project success. There is

transitivity relation between scope creep and project success (Madhuri & Suma,
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2014). Employees working on the project are the key assets as they are the per-

forming body in the project. Without their performance project cannot be carried

out successfully. Employee performance gets negatively impact by Abusive Super-

vision and Scope Creep.

5.3 Practical and Theoretical Implication

This study open a new domain in the previous literature available where abu-

sive supervision has been studied with different variables. The variables tested

and analyzed with abusive supervision are employee emotion, sleep and creativity

(Kernan et al., 2016). This study will add significant in the contribution in the

existing literature of project management domain. This is a very important study

as no research outlines the impact of abusive supervision on Project success espe-

cially in Pakistani context. Questionnaires were distributed in the Project base

organization targeting the software industry (Software House) for the data collec-

tion purpose, after receiving the questionnaires from the respondents, 254 were

selected for the analysis purpose. The study has a significant aspect in Project

based organization towards the available literature by analyzing the mediate role

of employee performance between abusive supervision and Project success. The

finding of the study is practically important since it study the relationship between

Abusive supervision and Employee Performance. This study provides information

and makes recommendation to the Project managers and higher management that

in order to increase the performance of the employee, Abusive supervision should

not be adopted as it negatively impact over employee performance and Project

Success.

In this study, new relationships have been analyzed, those relationships are impor-

tant are important and give high advantage in the creating environment of new

and emerging organizations.

This study played a precious role in the literature by showing the negative impact

of abusive supervision on Project success. It also shows how badly employee

performances get affected by abusive supervision. Scope creep is also analyzed as
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a catalyst between abusive supervision and Employee Performance. This variable

serves as very unique variable which make this significant in literature. This study

is not only important for the supervisor but also important for the employees,

subordinates because Pakistan is facing a high level of failure in achieving in scope

of the project or getting the project success. This research indicates that abusive

supervision should not be followed in the organization as it negatively impact over

Employee Performance and Project success.

5.4 Limitations of Research

While conducting this study it is tried to overcome the limitation but still there

are few limitation. Every study has some limitations because it is not possible to

overcome all the limitation in a single research. Some of the gaps have been filed

in this study. This study also has some limitation and reservations.

One of the main limitations of the research is limited time and resources. Data

was collected in specific time period due to limited time available. The data was

collected from Project base organizations in Islamabad and KPK. Only Mardan

and Peshawar were targeted for Data collection. If the data was collected from

other parts of Pakistan, the results should more purify.

Since the data was collected in the limited time so it was too much difficult to

collect data separately from Project Managers, Higher manageress and Employ-

ees. Another limiting factor is use of convenient sampling were data is collected

randomly from large population. Due to their busy schedules employee was un-

focused during responding to the survey. It was much more difficult to convince

them for giving their response.

Therefore the results are not according to the expectations and previous literature

available mainly due to the post-high power culture, so the results may not apply

to non-Pakistan backgrounds. Those results cannot be mapped on other countries

of the world. So these limitations should be overcome, data should be collected

from more cities of Pakistan as well. Data should also be collected through other
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sampling techniques that properly the population should be targeted and expected

results should be achieved.

5.5 Future Research Directions

In this study, impact of abusive supervision model is studied on the employee per-

formance and Project success. Furthermore in future researches other dimension

of these variables can be studied using other performance variables.

There is still a lot of direction that should be studied in future researches. As-

sumption is rejected that scope creep negatively moderates the relationship be-

tween Abusive supervision and Employee Performance. This assumption should

be reevaluated by using other Project management areas and other department. It

should also be studied by targeting other population and all the assumption should

reevaluate. Data was collected from software sector of Islamabad and KPK with

the sample size of 254 so the sample the sample size is not significant to predict

or show the actual impact in the whole country.

Because of limited time available, only one moderator is studied but the future

research can modify the model and study other variables that effect employee

performance and Project success. For further search it is recommended that same

model can be tested with adding of another moderator such as scope leap and

scope Grope. It is also recommended that after adding another variable this

model should also be checked in other sector of Project base organization such as

Infrastructure or construction Project base organizations.

5.6 Conclusion

This study has made an attempt to study the relationship between abusive super-

vision and project success in Project base organization of Islamabad and KPK.

Data was collected from software sector through adopted questionnaire survey

to find the impact of Abusive Supervision on Project success, mediating role of

Employee performance and moderating role of Scope creep.
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Total of 350 questionnaires were distributed however only 254 were used for the

analysis because those were completely filled and provide all the required informa-

tion. Statistical tool was used for statistical test that indicate the reliability of the

model. Fitness of the model was also suitable. The hypotheses are supported by

social exchange theory. The main contribution of the study was to find the impact

of abusive supervision on project success with employee performance as a media-

tor. Scope creep as a moderator is also analyzed between abusive supervision and

employee performance.

In this study there were 5 hypotheses that are analyzed and tested in the context

of Pakistan, out of those 5 hypotheses. Employee performance and project success

was negatively impacted by abusive supervision where employee performance and

project success positively correlate with each other. Is also analyzed that em-

ployee performance positively mediate the relation between abusive supervision

and project success. Scope creep plays the moderating role in this study between

the relationship of abusive supervision and project success. SPSS is used for the

analysis purpose. Analysis show that scope creep did not moderate the relation-

ship and measured non significant. H1, H2, H3, H4 were accepted according to

the Pakistani context that are also supported by the available literature.

Every study have some limitation. The main limitation was the small number

of data collected as the data was only collected from KPK and Islamabad from

Project base organization. This study covers many dimensions of abusive supervi-

sion but still a lot of dimensions are still to be covered. For this purpose in future

it is recommended that scope creep should again be tested as a moderator. Other

moderator should also be tested in future such as scope leap and scope groom.
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Sousa, M. J., & Rocha, Á. (2019). Leadership styles and skills developed through

game-based learning. Journal of Business Research, 94 , 360–366.

Sumner, M. R., Newendorp, B. J., & Orr, R. M. (2018, January 9). Structured

dictation using intelligent automated assistants.

(US Patent 9,865,280)

Tanui, G. (2015). The perceived relationship between ethical leadership and

employee performance at kenya ports authority. Unpublished MBA thesis,

University of Nairobi .



Bibliography 86

Tariq, H., & Weng, Q. (2018). Accountability breeds response-ability: Instrumen-

tal contemplation of abusive supervision. Personnel Review , 47 (5), 1019–

1042.

Tepper, B. J. (2000). Consequences of abusive supervision. Academy of manage-

ment journal , 43 (2), 178–190.

Tepper, B. J. (2007). Abusive supervision in work organizations: Review, synthe-

sis, and research agenda. Journal of management , 33 (3), 261–289.

Tepper, B. J., Duffy, M. K., Henle, C. A., & Lambert, L. S. (2006). Procedural in-

justice, victim precipitation, and abusive supervision. Personnel Psychology ,

59 (1), 101–123.

Tepper, B. J., Moss, S. E., & Duffy, M. K. (2011). Predictors of abusive supervi-

sion: Supervisor perceptions of deep-level dissimilarity, relationship conflict,

and subordinate performance. Academy of Management Journal , 54 (2),

279–294.

Teye Amoatey, C., & Anson, B. A. (2017). Investigating the major causes of scope

creep in real estate construction projects in ghana. Journal of Facilities

Management , 15 (4), 393–408.

Thakurta, R. (2013). Impact of scope creep on software project quality. Vilakshan:

The XIMB Journal of Management , 10 (1).

Tonchia, S., Tonchia, & Mahagaonkar. (2018). Industrial project management.

Tuckey, M. R., Bakker, A. B., & Dollard, M. F. (2012). Empowering leaders

optimize working conditions for engagement: A multilevel study. Journal of

occupational health psychology , 17 (1), 15.

Van Hoof, H. (2015). The impact of abusive supervision and co-worker support on

hospitality and tourism student employees’ turnover intentions in ecuador.

Walumbwa, F. O., Hsu, I.-C., Wu, C., Misati, E., & Christensen-Salem, A. (2019).

Employee service performance and collective turnover: Examining the influ-

ence of initiating structure leadership, service climate and meaningfulness.

Human Relations , 72 (7), 1131–1153.

Wanyama, R., Nambuswa, E., & Namusonge, G. (2016). Effect of leadership style

on growth of national government constituency development fund projects



Bibliography 87

in trans nzoia county, kenya. American Based Research Journal , 5 (11).

Wegge, J., Dick, R. v., Fisher, G. K., West, M. A., & Dawson, J. F. (2006). A

test of basic assumptions of affective events theory (aet) in call centre work

1. British Journal of Management , 17 (3), 237–254.

Weiss, H. M., & Cropanzano, R. (1996). Affective events theory: A theoretical

discussion of the structure, causes and consequences of affective experiences

at work.

Whitman, M. V., Halbesleben, J. R., & Holmes IV, O. (2014). Abusive supervi-

sion and feedback avoidance: The mediating role of emotional exhaustion.

Journal of Organizational Behavior , 35 (1), 38–53.

Wolf, P., & Hanisch, C. (2014). Managing regional innovation strategy projects.

Organisational Project Management , 1 (1), 37–52.

WORK, C. O. A. E. A. (1996). Af fective events theory: A theoretical discussion

of the. Research in Organizational Behavior , 18 , 1–74.

Wu, L.-Z., Liu, J., & Liu, G. (2009). Abusive supervision and employee perfor-

mance: Mechanisms of traditionality and trust. Acta Psychologica Sinica.

Wu, W.-L., & Lee, Y.-C. (2016). Do employees share knowledge when encountering

abusive supervision? Journal of Managerial Psychology , 31 (1), 154–168.

Wu, X., Kwan, H. K., Ma, Y., Lai, G., & Yim, F. H.-k. (2017). Lone wolves

reciprocate less deviance: a moral identity model of abusive supervision.

The International Journal of Human Resource Management , 1–27.

Xu, S., Martinez, L. R., Van Hoof, H., Tews, M., Torres, L., & Farfan, K. (2018).

The impact of abusive supervision and co-worker support on hospitality and

tourism student employees’ turnover intentions in ecuador. Current issues

in Tourism, 21 (7), 775–790.

Yaghoobi, T., & Haddadi, F. (2016). Organizational performance measurement by

a framework integrating bsc and ahp. International Journal of Productivity

and Performance Management , 65 (7), 959–976.

Yagil, D., Ben-Zur, H., & Tamir, I. (2011). Do employees cope effectively with

abusive supervision at work? an exploratory study. International Journal of

Stress Management , 18 (1), 5.



Bibliography 88

Yamagata-Lynch, L. C. (2014). Understanding and examining design activities

with cultural historical activity theory. , 89–106.

Yang, J., & Diefendorff, J. M. (2009). The relations of daily counterproductive

workplace behavior with emotions, situational antecedents, and personality

moderators: A diary study in hong kong. Personnel Psychology , 62 (2),

259–295.

Yousaf, S. (2018). Impact of abusive supervision on project performance with the

mediating role of relational conflict and moderating role of conflict resolution

efficacy.

Youssef, C. M., & Luthans, F. (2007). Positive organizational behavior in the

workplace: The impact of hope, optimism, and resilience. Journal of man-

agement , 33 (5), 774–800.

Yuhui, L., Hao, W., Canwei, H., et al. (2016). The effects of abusive supervi-

sion on psychological distress and job performance: A moderated mediation.

Management Review , 28 (2), 127–137.

Yukl, G., Mahsud, R., Hassan, S., & Prussia, G. E. (2013). An improved measure

of ethical leadership. Journal of leadership & organizational studies , 20 (1),

38–48.

Zhao, H., & Guo, L. (2019). Abusive supervision and hospitality employees’

helping behaviors: The joint moderating effects of proactive personality and

ability to manage resources. International Journal of Contemporary Hospi-

tality Management , 31 (4), 1977–1994.

Zheng, X., & Liu, X. (2017). The buffering effect of mindfulness on abusive su-

pervision and creative performance: a social cognitive framework. Frontiers

in psychology , 8 , 1588.



Appendix-A

ACADEMIC SURVEY

My name is Muhammad Usman. As a MS research scholar at capital University

Science and Technology, Islamabad, I am collecting data for my research Thesis.

Title: Impact of Abusive Supervision on Project success with mediating role of

Employee Performance and moderating role of Scope creep. It will take your 05-

10 minutes to answer the questions and to providing the valuable information. I

assure you that data will be strictly kept confidential and will only be used for

academic purposes. Thanks a lot for your help and support!

Sincerely,

Muhammad Usman

MS (PM) Research Scholar,

Faculty of Management and Social Sciences,

Capital University of Sciences and Technology, Islamabad.
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Section I

Section: 1 Demographics

Gender: 1- Male 2- Female

Age: 1 (20-25), 2 (26-30), 3 (31-35), 4 (36 and above)

Experience: 1(0-5), 2(6-10), 3(11-15), 4 (16 and above)

Education: 1 (Matric), 2 (Inter), 3 (Bachelor), 4 (Master), 5 (Ph.D/Post.Ph.D

Section 1: Abusive Supervision.

Please tick the relevant choices: 1= strongly disagree, 2= Disagree, 3= Neutral,

4= Agree, 5= Strongly Agree.

1 My supervisor ridicules me. 1 2 3 4 5

2 My supervisor tells me my thoughts or feelings are stupid. 1 2 3 4 5

3 My supervisor puts me down in front of others 1 2 3 4 5

4 My supervisor makes negative comments about me to 1 2 3 4 5

others.

5 My supervisor tells me I’m incompetent. 1 2 3 4 5

6 I chose to remain silent when I had concerns about 1 2 3 4 5

your work.

7 Although I had ideas for improving work, I did not 1 2 3 4 5

speak up.

8 I said nothing to others about potential employee 1 2 3 4 5

safety problems I noticed in my workgroup.

9 I remained silent when I had information that might 1 2 3 4 5

have helped to prevent an incident in my workgroup.

Section 2: Employee Performance

Please tick the relevant choices: 1= strongly disagree, 2= Disagree, 3= Neutral,

4= Agree, 5= Strongly Agree.
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1 Does work you perform meet the desired outcomes that 1 2 3 4 5

you have been asked for?

2 Do you believe in completing task before time? 1 2 3 4 5

3 Do you feel enthusiastic and motivated while coming to 1 2 3 4 5

Office?

4 Does your job required full attendance in case it does do 1 2 3 4 5

you manage to Achieve it?

5 Are you a self-starter and take appropriate decision 1 2 3 4 5

without being so directed?

Section 3: Scope Creep

Please tick the relevant choices: 1= strongly disagree, 2= Disagree, 3= Neutral,

4= Agree, 5= Strongly Agree.

1 Changes made at the request of the contract during con-

struction.

1 2 3 4 5

2 Changes made at the request of the client. 1 2 3 4 5

3 Changes made at the request of an end user/regulatory

body.

1 2 3 4 5

4 Changes were documented and issued to respective par-

ties on a regular basis.

1 2 3 4 5

5 Project scope was reevaluated before the project was doc-

umented.

1 2 3 4 5

6 Project scope definition was resolved before the project

commenced.

1 2 3 4 5

7 End-users were involved in the development of scope. 1 2 3 4 5

8 Client had a disciplined approach to decision-making. 1 2 3 4 5

Section 4: Project Success

Please tick the relevant choices: 1= strongly disagree, 2= Disagree, 3= Neutral,

4= Agree, 5= Strongly Agree.
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1 The project was completed on time. 1 2 3 4 5

2 The project was completed according to the budget al-

located

1 2 3 4 5

3 The outcomes of the project are used by its intended end

users

1 2 3 4 5

4 The outcomes of the project are likely to be sustained 1 2 3 4 5

5 The outcomes of the project have directly benefited the

intended end users, either through increasing efficiency

or effectiveness.

1 2 3 4 5

6 Given the problem for which it was developed, the

project seems to do the best job of solving that prob-

lem

1 2 3 4 5

7 I was satisfied with the process by which the process was

Implemented

1 2 3 4 5

8 Project team members were satisfied with the process by

which the project was implemented

1 2 3 4 5

9 The project had no minimal or start-up problems be-

cause it was readily accepted by end users

1 2 3 4 5

10 The project has directly led to improved performance for

the end user/target beneficiaries’

1 2 3 4 5

11 The project has made a visible positive impact on the

target

1 2 3 4 5
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