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Abstract

The intention of this study is to explore the impact of abusive supervision on

project performance. Data were collected from a sample of 384 respondents from

the project based organizations across Pakistan. Results of this study have shown

abusive supervision has negative effect on project performance. Project perfor-

mance is declined in the presence of relational conflicts. Whereas, abusive super-

vision is shows direct and significant relation with relational conflict. Continuous

abusive behavior towards employees makes them incompatible to work with each

other as a team. This leads towards relational conflicts where such conflicts have

direct and negative significant relation with project performance.

Results show that relational conflicts are negatively associated to project perfor-

mance, acts as a mediator. Whereas, conflict resolution efficacy was tested as

moderator and this hypothesis rejected. Future research Implications and direc-

tions are also discussed.

Keywords: Abusive project manager, project performance, Relational

conflict, conflict resolution efficacy
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Chapter 1

Introduction

1.1 Background of the study

Abusive supervision is considered being destructive and negative managerial con-

struct and it’s now getting much more attention from practitioners and scholars.

Tepper (2000) defined Abusive supervision ”As a continuous expression of hostile

verbal and nonverbal behavior, excluding physical contact”. It involves a spe-

cific type of mistreatments for example blaming one for other’s mistake, yelling,

screaming, lying and undermining. This leads to psychological distress, workplace

deviance, turnover (Tepper, 2000), non-helping and less creative behaviors (Liu,

Liao, &Loi, 2012), poor task performance (Peng, Schaubroeck& Li, 2014), de-

crease in job satisfaction, organizational commitment and job performance (Mar-

tinko, Hrvey, Brees& Macke, 2013). Abusive supervision is an intersection of

destructive leadership and workplace mistreatments ( Kemper. 2016).Workplace

mistreatment and destructive leadership specifically in terms of abusive supervi-

sion and its consequences has been already studied over past fifteen plus years.

It has been publishing in number of journals not in the business world context

only but in psychology as well (Kemper, 2016; Tepper et al., 2004; Tepper, 2007;

Tepper 2017. Many of the modern organizations are struggling with ethical issues

of workplace deviance (Mackey et al., 2016) including recent research made by

1
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(Kluemper, 2018) how and when subordinates engage into workplace deviance as

a response to abuse.

Kleumper et al. (2018) explored that subordinates with lower in core self-evaluation

(CSE) are more exposed to abusive supervision, who in response engage themselves

in deviance towards organization and its employees. Zheng & Bednall (2016) re-

cent research has found that there is a positive association between aggression

norms and abusive supervision. Victims displace their aggression and hostility

directly to other individuals (Mitchell & Ambrose, 2007). So such supervision not

only brings the stress but also interfere the relation among subordinates (Tepper,

Duffy, Hoobler & Ensley, 2004). Subordinates who think that supervisors are more

insulting are more likely to quit their jobs. For subordinates who are still employed,

supervision of abuse and low level of job and life satisfaction, lower normative and

emotional obligations, higher continuing commitments, family-work conflicts, and

psychological distress. Conflict conflicts with most of these effects, and the effi-

ciency of conflict resolution reduces some of the harmful effects of abuse. Recent

study by (Hummphery et al, 2017) has demonstrated that relationship conflict

brings up task conflicts which in return affect the overall team performance by

limiting the flow of information. Dreu & Vianen (2001) also suggested that rela-

tional conflict is negatively associated to team performance. Hobfoll, 1989 suggests

that stress may negatively affect project performance in four specific situations:

1) Do you know the impact of resource depletion, 2) Whether there is a loss of re-

sources, 3) When individuals think that work needs exceed resources? When, and

4) resources do not bring the expected return (Hobfoll, 2001; Hochwarter, Witt,

Treadway, and Ferris, 2006). “Responsible representatives represent the latest

sources of information”, which is particularly relevant to the status of employ-

ees in the organization and provides clues to help reduce variation (Rosen et al.,

2011). Of course, subordinates who are satisfied with the supervisor may reduce

uncertainty and insecurity. Conversely, a subordinate who feels supervised abuse

may be reluctant to seek information about the context from his or her supervisor.

A subordinate who is abused often may not be able to rely on their supervisor
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to provide clues, as the supervisor may actually be the source of uncertainty and

unpredictability.

There are two types of conflicts primarily studied in organizations. Guetzkow and

Gyr (1954) they suggested that there were ”emotional” and ”substantial” conflicts.

Emotional conflicts refer to conflicts in interpersonal relations, while core conflicts

are conflicts involving collective tasks. Priem and Price (1991) distinguish between

cognition, task-related conflicts, and social-emotional conflicts, characterized by

differences between persons directly not related to tasks. Coser (1956) imposed

goal-oriented conflicts where individuals seek specific gains and emotional conflicts,

which are expected setbacks in interpersonal interactions.

Similarly, Pinkley’s (1990) multidimensional extension study reveals the task and

relationship dimensions of conflict. Jehn (1992) found in the multidimensional

extension study of group conflicts that members distinguish between task-centric

and relationship-centered conflicts. Conflicts have a different impact on the out-

come of the working group. There are significant differences between tasks and

relationships in these types, similar to other organizational theories that distin-

guish between organizational life and interpersonal relationships, such as leader-

ship theory (eg, task and relationship motivation leaders; Fiedler, 1978) and team

functions, such as tasks Completion and relationship maintenance, (Bales, 1958;

Ancona & Caldwell, 1988). This division of tasks and relationships results in differ-

ent predictions of the impact of the conflict on the results of the group. Empirical

studies have shown that there is a negative relationship between relationship con-

flicts, productivity and group satisfaction (Ivan, 1965; Gladstein, 1984; Wal Nolan,

1986). In short, conflicts of relations with work related to tasks can conflict be-

cause members focus on reducing threats, increasing power and trying to build

cohesion rather than tasks. According to Deutsch (1969), conflicts of relations

reduce good faith and mutual understanding, thus hampering the completion of

organizational tasks. Usually time is spent on team relationships, not on technical

tasks and decision-making tasks (Evan, 1965).
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Like all social abilities, conflict resolution skills are influenced by personal charac-

teristics such as temperament, parental parenting and other family characteristics,

adhering to criteria of group standards, cultural factors such as gender and social-

ization (Brofenbrenner, 1986; Lind, Huo & Tyler, 1994; Turner, Norman, & Zunz,

1995). Studies have shown that the social cultural background of children is closely

linked to the preferred conflict resolution approach, for example, Lind et al. Both

sexes and race have been found to influence adolescents’ preferences for effective

conflict resolution, such as persuasion and negotiation. They found that this dif-

ference is reflected in the perceived fairness of the settlement process, although

fairness is an essential reason for solving the entire sample.
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1.2 Gap Analysis

Mackey et al., (2015) suggest that abusive supervision frequently occurs in Asian

countries as compared with United States. Thus this study is to fill a gap of

empirical studies in testing the abusive supervision in Pakistani organizations.

Whereas, relational conflicts holds an important position in projects teams, Prior

research made by (Wu, Zhao &Zuo, 2017) has found that relational conflict is

negatively associated with projects, so there is a need to improve communications

between project team in order to avoid such conflicts.

Studies have investigated that relational conflict, the sense of interpersonal in-

compatibilities includes personal issues and disliking among group members and

brings the feelings of tension, annoyance and frustration (Amason, 1996). Second,

the project manager should allow the project team to actively contribute to the

success of the project (Munns & Bjeirmi, 1996).Teams having high group per-

formance are often found under low levels of relationship conflict (shah &jehan

1993).

In order to resolve conflicts, conflict resolution efficacy is used as a moderator

to find out if there is change in results. Conflict resolution efficacy and project

performance are important variables of this research. If there is abusive supervision

which is being mediated by relational conflict there must be something which can

moderate its bad impacts in order to improve projects performances.

Hence, continuing this study further will explain the moderating effect of con-

flict resolution efficacy and mediating role of relational conflict between abusive

supervision and its impact on project performance.

1.3 Problem Statement

In recent decades, there has been little research on the abusive supervision impact’s

on project performance, and the role of relational conflicts and conflict resolution
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efficacy as mediator and moderator. The main problem recently faced by project

managers is the ethical and appropriate use of their interpersonal skills to bridge

the gap in project performance and the appropriate flow of ethical communication

between different subunits in the organization.

The mediating role of relational conflict remains unexplored in order to determine

the impact of project manager’s abusive supervision on project performance, and

performances are not used as a regulator between project managers’ abusive super-

vision and project performance. So this is a new field that has not been studied

with all variables (abusive supervision, project performance, relational conflicts

and conflict resolution efficacy).

1.4 Research Questions

Based on these issues, this study suggests answers to some questions, and the

summary of the questions is as follows;

Question 1: What is the relationship between abuse supervision and project

performance?

Question 2: Does the relationship conflict play a mediating role between abuse

of supervision and project performance?

Question 3: Does conflict resolution effectiveness mitigate the relationship be-

tween abuse supervision and relationship conflicts?

1.5 Research Objectives

The entire goal of this study was to test and develop expected models in order to

determine the relation between abuse oversight, relationship conflicts, and project
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performance. In addition, the potential moderators (abuse supervision and rela-

tionship conflicts) as the variable relationships mentioned in the research model

also increase the efficiency of conflict resolution.

The specific objectives of the study are as follows:

1. Explore the relationship between abuse supervision and project performance.

2. Explore the relationship between abuse supervision and project performance

through relationship conflicts.

3. Study the role of conflict resolution in regulating the relationship between

abuse supervision and relationship conflict.

4. Test based on experience and establish proposed relationships in develop-

ment projects in Pakistan

1.6 Significance of the study

The study will add content in project management literature about mistreatments

from supervisor mainly under category of abusive behavior. The study will open

new aspects of abusive supervisions in to relational conflicts in detail. It will also

help the development sector of Pakistan to realize the effects of such supervision

and conflicts within the projects and its consequences on team performance. Abu-

sive supervision is growing exponentially in modern organizations. Most of the

research has been made on its consequences on individual basis; recent studies

have explored its effects on team settings. My focus will be on abusive supervision

and its consequences on project performance.

Interpersonal mistreatments are the major cause for relational conflicts. Project

managers due to a lot stress become aggressive towards their employees which

bring up negative outcomes. This study will be high lighting that how employees

feel and work under such conditions to perform their daily tasks successfully with

conflict resolution efficacy.
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This study also highlights that team level trust and justice is one of the key ele-

ments for the success of projects. Project performance will certainly improve when

conflict resolution efficacy play role between the supervisor and subordinates rela-

tion in bringing back the trust on each other. The field has not yet been explored

in Pakistan; therefore, it will make a significant contribution to the research field

and will also promote value-added project performance and value-added factors for

gaining competitive advantage. Moreover, this research work will encourage the

researchers to further study these conflicts and its resolutions that create values

and competitive advantage for the projects.

1.7 Supporting theory

Several theoretical perspective have been presented by different researchers which

are used worldwide to underpin the studies of abusive supervision and relational

conflict like exchange theory, reactance theory, attribution theory but social learn-

ing theory and social exchange theory can cover all the variables of the present

study.

1.8 Social Exchange Theory

Social exchange theory is a perception of social psychology and sociology. It ex-

plains that social change and stability are the process of negotiation and exchange

between the two sides. In the past fifteen years, sociology and social psychology

have emerged a unique approach called social exchange theory. There are four

main leaders: George Homans, John Diob, Harold Kelly and Peter Baru. Women

in ”Social Behavior in Communication” (1958) consciously attempt to identify

and advance this view. In 1961 he expanded his argument about social behav-

ior: its basic form has now been modified. Also in the late 1950s, Thaibot and

Kally were constructing their compact concept project in group social psychology

(1959). Although different in important respects, their work is consistent with
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Hommans’s and strengthens the general exchange method. When the exchange

and power of Baru (1964) emerged, the future of exchange in this area was guar-

anteed. The differences between these three major works are equally important

for promoting communication methods and their similarities. Although Balu pays

more attention to technical and economic analysis, Homans pays more attention

to the psychology of tool behavior. However, when he did this, he used a dif-

ferent psychology brand than Thibaut&Kally’s representative. In addition, they

used different theoretical construction strategies. Thaibaut&Kally started with a

psychological concept, built up upwards, and built up from there to small groups.

Homans has taken more simplifications and moved in the opposite direction. Due

to his considerable knowledge of the relevant knowledge at the group level, he

pointed out the psychological principles he emphasized, which he claimed to help

explain these principles. However, contrary to these two methods, Peter Peter

warns us in the opposite direction that focusing on psychology can lead us to

important aspects of social exchange.

The theory of social exchange believes that social behavior is a result in exchange

process. The purpose of this exchange is basically to increase revenues and reduce

costs. According to the theory put forward by sociologist George Horman, one can

weigh the potential benefits and risks of social relationships. When reward risks

go beyond, people end or abandon the relationship. Most relationships consist of

a certain number of gifts, but that does not mean they are always equal. Social

communication shows that it evaluates the benefits and costs of each relationship

to determine whether we prefer to continue building social relationships.

Costs include things you think are negative, such as the need to invest money,

time and energy in relationships. For example, if your friend always wants to

borrow money from you, it will be considered a high cost. These benefits are what

you get from relationships, such as fun, friendship, friendship and social support.

Your friend may be a little free, but it brings a lot of fun and excitement to your

life. When you decide the value of friendship, you may think that the benefit

is greater than the potential cost. The theory of social exchange shows that we

basically benefit from it and subtract the cost of determining the value of the
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relationship. A positive relationship is a successful relationship where the benefits

exceed the costs, and a negative relationship occurs when the costs are higher than

the benefits.



Chapter 2

Literature Review

2.1 Abusive supervision and project performance

Despite increasing emphasis on active and functional leadership behavior by

(Cameron, 2008), several leaders choose to exhibit dysfunction or pessimistic be-

havior. Especially destructive behavior in form of abusive supervision, noticed

more and more in the past decade (Tepper, 2007). Abuse of supervision refers

as ”subordinates’ perception of the extent to which supervisors participates in

the continued display of hostile speech and nonverbal behavior, excluding physical

contact.” (Tepper, 2000). Speech acts frequently include public ridicule (Tep-

per, 2000; Tepper 2006), explosive outbreaks (Zellars, Tepper, & Duffy, 2002).

Non-linguistic behaviors mostly includes negative eye contact, detaining required

information according to (Zellars et al., 2002). Of course, this inappropriate work-

place behavior is associated with many abnormal consequences (Ashforth, 1997;

Burton &Hoobler, 2006; Duffy, Ganster & Pagon, 2002; Harris, Harvey, &Kacmar,

2011; Mitchell & Ambrose, 2007; Tepper, 2000, 2007; Aryee et al., 2007; Tepper,

Duffy, & Shaw, 2001; Zellars et al., 2002).In fact, abuse supervision means an

unfair reason and it’s been shown to lead to negative behaviors as a responses

(Tepper, 2000). Since then, researchers have turned to social exchange, resource

conservation, self-regulation, and psychological contract violations to explain the

11
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reaction of individual behavior towards abuse (Hoobler & Brass, 2006; Mitchell &

Ambrose, 2007; Tepper, 2009; Tepper et al., 2008).

Our first question is whether the abuse of supervision is related to the performance

of subordinates. We use Theory of Resource Conservation (COR) and theory of

social exchange as a potential explanation framework for predicting the relation-

ship between abuse supervision and project performance.COR theory (Hobfoll,

1989) suggests that stress may negatively affect project performance in four spe-

cific situations: 1) Do you know the impact of resource depletion, 2) Whether

there is a loss of resources, 3) When individuals think that work needs exceed

resources? When, and 4) resources do not bring the expected return (Hobfoll,

2001; Hochwarter, Witt, Treadway, and Ferris, 2006). ”Responsible representa-

tives represent the latest sources of information”, which is particularly relevant

to the status of employees in the organization and provides clues to help reduce

variation (Rosen et al., 2011). Of course, subordinates who are satisfied with the

supervisor may reduce uncertainty and insecurity. Conversely, a subordinate who

feels supervised abuse may be reluctant to seek information about the context

from his or her supervisor. A subordinate who is abused often may not be able

to rely on their supervisor to provide clues, as the supervisor may actually be the

source of uncertainty and unpredictability. Therefore, abused subordinates may

try to protect themselves from insecurity by declining the risk of abuse. Reducing

the frequency of interactions with abuse supervisors may provide a cushion to help

protect abused subordinates from at least one type of uncertainty (Tangirala &

Alge, 2006). Abused subordinates will reduce the frequency of interactions with

their supervisors, which will result in less work/environmental information he/she

receives. As the flow of information to supervisors decreases, subordinates not

be able to reduce the perceived uncertainty and have less contact with the or-

ganization and its mission. These factors leads to reduction in the participation

of citizens as there is no need to return active treatment (Gouldner, 1964).We

suggest that these situations produced by abuse supervisor will have a negative

impact on subordinate work performance. For example, as long as there is an
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abuse manager may require subordinates to spend time and energy ”upward man-

agement” instead of focusing on their core tasks. In addition, abusive supervisors

may actively create these situations and take actions such as threatening (implicit

or explicit) to detain valuable resources or make unreasonable demands.The the-

ory of social exchange (Blau, 1964; Cropanzano& Mitchell, 2005) provides another

useful perspective for reviewing the abuse of oversight work performance relation-

ships. As a result, subordinates may repay bosses who abuse their positions by

reducing their performance. The above logic shows that both theories of social

exchange and resource conversation predict the abuse of the supervisor is likely to

be related to the decline in project performance.

Hence my first hypothesis can be stated as:

H1: Abusive supervision is negatively related to project performance

2.2 Abusive supervision and relational conflict

Recent academic studies understanding the dark side of organizational life is work-

place behavior that focuses on workplace dysfunction or prejudice (Andersson &

Pearson, 1999; Ashforth, 1994; Bennett & Robinson, 2000; Duffy, Ganster, &

Pagon, 2002; Keashly, Trott, MacLean, 1994). Tierney and Tepper (2007, p. 171)

point out that while ”the advantages of leadership research are focused on” on a

more constructive side, we are increasingly confronting the reality that people in

leadership positions sometimes have the ability And power destroys the leadership.

”Given the centrality of the leadership process in the workplace and the inherent

imbalance of power of oversight-subordinates (Aryee, Chen, Sun, &Debrah, 2007;

Ashforth, 1994, 1997; Hoobler& Brass, 2006; Tepper, 2000, 2007), A small but

steady amount of research has focused on the abuse or abuse of supervisors; Tep-

per, Duffy and Shaw, 2001; Tepper, Duffy, Henle, and Lambert, 2006; Zellars,

Tepper, and Duffy, 2002) Tepper (2000, p. 178) The definition of abuse supervi-

sion as ”subordinates” views on the extent to which their supervisors participate
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in the continued display of hostile, verbal and non-verbal acts (excluding physi-

cal contact) ”Examples of abuse of supervisory conduct include public criticism

through the use of such as unemployment, detention facilities. Need information,

ridicule subordinates, give subordinates silent treatment, and carry out intense

eye contact and other threats to threaten them (Keashly, 1998; Tepper, 2000).The

procedural justice has found that people are concerned deeply about being treated

with respect (Tyler & Lind, 1992) victims of aggression; harsh tones and feel of

disrespect are more likely to face personal hostility leading to relational conflict

(Bottger&Yetton, 1988).

Recently, Zhang et al. (2008) developed Leadership Exchange Theory (LMX) in-

vestigates the impact of situational uncertainty on the relationship between abuse

of supervision and organizational bias. Social exchange among supervisor and

subordinates is a key construct for LMX. In case of abusive supervision it explains

the negative association among supervisor and subordinates which creates rela-

tional conflicts. Most of the studies have focus on positive association of LMX

relation (Wang, Law, Hackett, Wang, & Chen, 2005).Employees being the victims

of abusive leadership get revenge directly from their leader through workplace de-

viant behavior (Mitchell & Ambrose, 2007). Workplace deviance is such behavior

that violates organizational norms, values and its employees (Bennett & Robinson,

2000). According to LMX, as interacting partners expectations are ruined under

abusive supervision. This leads towards stress (Xu, Huang, K.Lam& Miao, 2012).

Hence, there is a direct link with abusive supervision and relational conflict; it’s

an aggression caused by the interpersonal mistreatments that forces employees to

retaliate (Mitchell & Ambrose, 2007). From the study of (Pierce, Gardner, Cum-

mings & Dunham, 1989) suggested that individualized abuse effects negatively

one’s self-worth and perception of their standing in team. Therefore, we antic-

ipate that abuse of supervision is related to the psychological strain symptoms

of relationship conflicts. Whereas for higher performance in projects, team ori-

entation plays important role, where members feel prestigious and enjoys being

part of it (Ammeter &Dukerich2002). Moreover, we can say in the presence of
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abusive supervision poor-quality LMX relation is found and its one of the serious

consequence is that it results into relational conflict.

H2: Relational conflicts are positively associated to abusive supervision.

2.3 Relational conflict and project performance

Projects performance basically based on project teams orientation, the sense of

every individual being the part of team and working together (Ammeter &Duk-

erich, 2002). Project team’s tasks are mostly unique in nature and involve some

specific group of expertise (Cohen & Bailey, 1997). Conflicts are inevitable in

project teams due to its complex and interdependence nature (Jhen, 1995) there

are two types of conflicts task conflict having positive association with project

performance, as projects are non-routine tasks acquires task conflicts to engage in

deep solutions. On the other hand, relational conflicts have negative association

with team performance by hurting team effectiveness because relational conflicts

are conflicts more of personal values, norms and taste (Amason, 1996; Jhen, 1995,

Simson& Peterson, 2000).

Relational conflicts are like social-emotional conflicts involving disagreements and

interpersonal incompatibility among group members. This isn’t directly related to

the task (Priem& Price, 1991) but includes tensions, anxiety, annoyance and fears

ending up into less satisfaction and other commitments (Jhen, 1995). According to

past theories such behavior will make task performance suffer. A relational conflict

limits the cognitive functioning of the team (Roseman, Wiest, &Swartz, 1994) and

also limits the information flow (Pelled, 1996). Relational conflict triggers task

conflict, e.g., one member making work difficult for other member (Jhen, 1995).

This is how it affects the group performance.

Relational conflict is main cause for three problems. First, it lowers the team

efficiency as most of the time they spend on group problems rather than on task

(Amason, 1996). Second, it is main source for stress, anxiety and lowers the
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satisfaction levels (Jhen, 1995; Jhen&Mannix, 1997). Third, it encourages hostility

among other group fellows.

Generally, it’s said that project teams perform really well in the absence of re-

lational conflict. Every individual feels being the part of team and interpersonal

liking. As this is how members will be energetic and helpful towards others. Makes

commitment to tasks and organization because teams are all about working to-

gether (Ammeter &Dukerich, 2002).

Relational conflicts by being major source of dissatisfaction makes the team per-

formance suffer (Jhen, 1995). Hence, we can say relational conflict negatively

effects project performance.

H3: Relational conflicts are negatively associated to project performance.

2.4 Abusive supervision with mediating role of

relational conflict

Contrast with the negative impact of abusive supervision, relational conflicts may

Incentive team members. High degree of conflict Involving strong interpersonal

disagreements and tensions in a team between leader and member usually ex-

pressed in negative communication, Lack of cooperation between leader and mem-

ber anger, distrust, fear and frustration (Jehn, 1 995, 1997; Jehn&Mannix, 2001).

The level of relational conflict is more harmonious and harmonious in interper-

sonal relationship between leader and member through positive communication,

showing trust, feelings and mutual respect. Relative to the less conflicting leader

and member, More conflicting leader and member are more likely to evacuate

the team from their mission (Jehn, 1 995). This one tendency is consistent with

the theory of threat rigidity, which shows these Individuals freeze, withdraw, and

narrow their sensuous fields; enter information when they feel threatened by the

environment (Staw, Sandelands, & Dutton, 1981). In addition, Seo, Barrett and

Bartunek (2004) theorize those unpleasant emotional experience - just like typical
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high level of relational conflict (Jehn, 1995) - is negative associated with motiva-

tional status. One of the most frequently examined role variables in the field of

stressors is role conflicts, where the requirements of one role are incompatible with

the requirements of another (Kahn, Wolfe, Quinn, Snock, & Rosenthal, 1964).

Work - Family conflicts represent a specific form of role conflict that appears in

the list of key stressors for literature review (DeFrank & Ivancevich, 1998; Hart &

Cooper, 2001; Kahn & Byosiere, 1992). As a manifestation of psychological stress,

relationship conflict ”refers to personality conflict or over-expansion and the feel-

ing of Consumes one’s emotional and material resources” (Maslach & Leiter, 2008,

p. 498). It constitutes the first part of the conceptualization of burnout. Burnout,

the second component of personality disintegration describes interpersonal alien-

ation or separation, and the third Part, the reduction of personal achievement,

refers to the effectiveness of working with clients and colleagues and completing

a person’s work. Sexual negative self-evaluation. Responsibility (Lee & Ashforth,

1990). Relationship conflicts are considered to be at the heart of burnout (Shirom,

1989). Therefore, we use emotional exhaustion as a symptom of stress, focusing

on regulating the relationship between abuse supervision and situational perfor-

mance. As a source of work stress, abuse supervision is associated with conflicts

of relationships (Harvey et al., 2007; Tepper, 2000). Abuse supervision consti-

tutes a form of resource loss in leadership support and taxes individuals’ ability

to respond to such needs. Lee and Ashforth (1996) argue that when individuals

think they don’t have enough resources to cope with the pressure they face, they

trigger a relationship conflict. Therefore, continued exposure to abuse supervision

will exhaust the abused subordinate resources, especially social support, which

ultimately leads to conflicts. Therefore, we anticipate that abuse of supervision is

related to the psychological strain symptoms of relationship conflicts.

Early abusive supervision studies cited organizational justice theory to explain

the effects of abuse on some outcome variables (Aryee et al., 2007; Bies, Tripp, &

Kramer 1997; Tepper, 2000). In fact, abusive supervision means an unfair reason

and it’s been shown to lead to negative behavioral responses (Tepper, 2000; Zellars

et al., 2002). Since then researchers have turned to different theories such as LMX,
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self-responses to abuse (Hoobler& Brass, 2006; Mitchell & Ambrose, 2007. Tepper,

2009; Tepper et al., 2008). Basically, LMX theory, is a social exchange phenomena

between supervisor and its subordinates where, they exchange relations through

certain role expectations (Graen, 1976; Graen & Cashman, 1975). Expectations

when find fulfilled by the co-workers or supervisors they tend to make high quality

LMX (Liden, Wayne, & Stilwell, 1993). Mostly supervisors expect their subordi-

nates being more proficient and capable (Day & Crain, 1992; Dockery & Steiner,

1990; Kim & Organ, 1982). On the other hand subordinates are highly concerned

about their interpersonal relation and their mutual understanding with their su-

pervisors to obtain more opportunities and learn more (Dockery & Steiner, 1990;

Maslyn & Uhl-Bien, 2001). One of the most frequently examined role variables in

the field of stressors is role conflicts, where the requirements of one character are

incompatible with the requirements of another (Kahn, Wolfe, Quinn, Snock, &

Rosenthal, 1964). Work - Family conflicts represent a specific form of role conflict

that appears in the list of key stressors for literature review (DeFrank & Ivance-

vich, 1998; Hart & Cooper, 2001; Kahn & Byosiere, 1992). Likewise in abusive

supervision the main source for stress that they hardly meet expectations of each

other thus it continues and culminates in relational conflict (Xu, Huang, K.Lam

& Miao, 2012).

We predict that relationship conflicts will have a negative relationship with the

two dimensions of project performance and mediate abuse of supervisory-project

performance relationships. As a source of stress, abuse of supervision can cause

psychological stress (emotional exhaustion) and lead to behavioral stress symp-

toms that reduce the performance of the project. From a stress perspective, re-

lationship conflicts encourage abused subordinates to protect resources by not

over-expanding, leading to a reduction in discretionary roles. Cropanzano, Rupp,

and Byrne (2003) report that relationship conflicts are inversely related to civic be-

havior directed by directors and organizations.Based on these theories, we propose

that the aversion experience related to the conflicting role of the mediation rela-

tionship will have a negative impact on the psychological empowerment, because

this experience may reduce the team members’ sense of work autonomy, confidence
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in work ability, and impact on the results. sense. Intrinsic enjoyment in their team

and the tasks they perform in the team. Similarly, increased conflicts in the team

may also result in members feeling less emotionally dependent on their team and

organization (ie, lower emotional commitment). Although no empirical studies

have so far documented the proposed negative relationship between relationship

conflicts and abuse of supervision, Staw et al. proposed a theory. (1981) and

Seo et al. (2004; see also Seo&Ilies, 2009) to support this expected negative rela-

tionship. Early empirical studies also documented a negative correlation between

relationship conflicts and abuse supervision (Mills & Schulz, 2009). In addition,

the analysis results of Podsakoff et al. (2007) shows that impeding stress factors

- similar to relationship conflicts - perceived by individuals as impeding their per-

sonal growth and goal achievement - is positively related to abuse supervision (see

Podsakoff et al., 2007). Based on these theories and previous empirical evidence,

we can predict the following:

H4: Relational conflicts mediate the relation between abusive supervision and

project performance.

2.5 Conflict resolution efficacy as a moderator

between eabusive supervision and relational

conflict

Conflict is inevitable in all cultures, but each culture is managed in its own way

(Brett, 2000). In order to expand management theory to achieve global relevance

(not just based on US relevance), and as the number of multinational corporations

and international alliances increases, understanding cross-cultural differences in

conflict resolution becomes increasingly important (Brett, 2000; Holt and DeVore,

2005; Kozan, 1997; Tinsley, 2001).

Lee and Rogan (1991) compare American with Koreans. The employee self-

described organizational conflict resolution behavior and the work of Tinsley and
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Brett (2001) compared the conflict management style between the United States

and China.These studies found that Asians usually respond to conflicts in a less

direct way. Indirectness can be illustrated by, for example, avoiding being in the

same place as a disagreeing person and avoiding topics that may be the subject

of debate. However, there is reason to believe that Asians differ greatly in their

attitudes and behavior patterns by (Abramson & Inglehart, 1995; Kim, 2004; Kim

& Leung, n.d.; Leung & Tjosvold, 1998).

As conflict resolution researchers point out (Holt & DeVore, 2005; Rahim, 1992),

people use different conflict resolution methods based on the level of authority of

the other party in the conflict. Specifically, superiors are more likely to force their

interests, employees are more likely to compromise with their peers, and subor-

dinates are more willing to succumb to their own interests. In addition, conflicts

between supervisors and subordinates occur in a variety of ways, including sub-

ordinate responsibilities, responsibilities, work issues, and supervisor-subordinate

communication (Wilhelm et al., 1993).

When people coordinate their interactions at the power level, they form a linear

status hierarchy, preferably illustrated by the military command system. In this

relationship, privilege and responsibility depend on the level. Lower levels obey

and respect superiors, while seniors lead and protect subordinates (Fiske, 1992).

Although hierarchical relationships abound and are important in all cultures, they

are considered to have powerful power in East Asian countries. They tend to

influence how people choose strategies to deal with differences between less than

five conflict resolution methods (Black & Morton, 1964; Pruitt & Rubin, 1986;

Rahim, 1983; Thomas, 1992). This section discusses potential similarity strategies

in the use of these preferences by three East Asian countries. It is widely believed

that the main method of conflict resolution can be assessed in two ways: focusing

on self and focusing on others (Blake & Mouton, 1964; Pruitt & Rubin, 1986;

Rahim, 1983; Thomas, 1992). The combination of the two dimensions produces

the following style:

• Integration (Very concerned about themselves and others);
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• Helpful (low attention to the self and high attention to others);

• Dominance (high attention to self, low attention to others);

• Avoid (low attention to yourself and others); and

• Compromising (Intermediate attention to themselves and others).

Conflict resolution allows implying conflict resolution strategies (Jhen, 1997). Ef-

ficacy is taken as one’s capability to achieve desired results (Lee &Bobko, 1994).

Bandura (1982) defines that conflict efficacy as the belief of team that it can deal

conflicts, because conflict resolution efficacy will at the end contributes to over all

team performance. In this context, conflict resolution efficacy will limits the con-

flicts over time. Very importantly, in case resolving relational conflicts employees

will regain their trust among members and respect for each other. Therefore, in

the presence of negotiation and open communication will help reducing personal

conflicts (Simson& Peterson, 2000). As deep discussions helps understanding is-

sues and decreases the negative emotions for further conflicts. Team with low

conflict efficacy are tend to be demoralized hence unable to productively perform

(Guzzo, Yost, Campbell & Shea, 1993).

In particular, integration is expected to be the most preferred method, and control

would considered to be least preferred method. Since the focus of this study is on

how to deal with conflicts with superiors, Power distance refers to the extent to

which members of culture accept the decentralized distribution of institutional and

organizational power (Hofstede, 1980) and is expected to play a role. High-power

remote cultural rules legitimize inequality between high-power positions and low-

power positions. As a result, individuals with higher power distances are often

less competitive and confrontational when addressing conflicts with competent

interpersonal conflicts (Chung and Lee, 1989). Therefore, we exhibit that in the

presence of conflict resolution efficacy it will reduce the relational conflicts effects

caused due to abusive supervision.
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H5: Conflict resolution efficacy moderates the relationship between abusive su-

pervision and relational conflict where high conflict resolution efficacy will weaken

the relationship between abusive supervision and relational conflict

2.6 Research Model

Figure 2.1: Research Model of Abusive Project Manager, Its impact on project
performance; with a mediating role of relational conflict and moderating role of

conflict resolution efficacy

2.7 Research Hypotheses

H1: Abusive supervision is negatively related to project performance.

H2: Relational conflicts are positively associated to abusive supervision.

H3: Relational conflicts are negatively associated to project performance

H4: Relational conflicts mediate the relation between abusive supervision and

project performance.

H5: Conflict resolution efficacy moderates the relationship between abusive su-

pervision and relational conflict where high conflict resolution efficacy will weaken

the relationship between abusive supervision and relational conflict.



Chapter 3

Research Methodology

3.1 Research Design

This chapter describes the process of research methods and investigation proce-

dures. The main purpose of the study was to obtain the true relationship between

the variables. This chapter includes population, sampling techniques, analytical

units, research types, tools, and the reliability of all variables and projects involved

in this study.

3.2 Type of Study

This study is used to examine the impact of abusive supervision on project’s

performance because relationship studies have been used in this study. To this

end, Pakistan’s project organization aims to obtain the necessary data to achieve

tangible results. Initially 600 questionnaires were identified as targets, but 348 true

responses were collected. Assume that the sample chosen for this study represents

the entire population of Pakistan. This will help to promote sample statistics that

the Pakistani population may display.

23
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3.3 Research philosophy and quantitative research

This research uses hypothetical deductive research methods based entirely on de-

terministic philosophy. Previous studies and existing theories are used to prove

and support our hypotheses. Then empirical hypotheses are tested.

In order to reach a large population, the methods are often used and quantified.

Therefore, in this study, quantitative studies were used to collect quality data in

order to correlate variables and to prove the nature of the relationship between

the variables used in the study

3.4 Unit of analysis

Typically, the unit of analysis is the most important feature of any study being

analyzed. In research, the unit of analysis can be an individual, or it can be a

different group, organization, culture, etc. As this study is focusing on the dyadic

relationship between managers and employees, dyadic is the unit of analysis for

this study. In order to assess the impact of abusive supervision on project per-

formance through relational conflicts among leader and member, study needed to

approach the specific sector of project based organization which basically required

and promoted self-resolution efficacy in their tasks, activities and projects under

abusive supervision of the project manager.

3.5 Population and sample

3.5.1 Population

The population used in this study included project managers or supervisors and

employees working in different project organizations in Pakistan. As the project

organization is an emerging source of competitive advantage in Pakistan, the sector
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is attracting other foreigners to Pakistan in a number of ways, which in turn

increases Pakistan as a globally recognized country for emerging and developing

countries. There are more than 1000 companies doing more than 5000 projects

in Pakistan every year. Government and private both sectors are included in

it. National Highway Authority is doing more than 1000 projects every year in

Pakistan. Defense Housing Authority is another big project based company. If we

talk about private sector, Bahria Town is the biggest project based organization

in Pakistan. Cities are developing their infrastructures. 20 shopping malls started

construction in Islamabad only in 2017. These organizations were targeted because

they have to deliver big things in short span of time so they use every mean to

perform according to organizations’ SOPs.

3.5.2 Sample and sampling technique

Due to resource constraints and other time constraints, data cannot be collected

from the entire population, so sampling is a common procedure for collecting

data. To this end, a specific group of people was selected. They are the true

representatives of the entire people. In general, only those project organizations

that are critical to the project’s performance can be approached so we approached

some companies which were purely project based.

Since the present study seeks to focus on the developmental sector projects in

Pakistan, the population of the study is the manager and subordinate of the

department. The sample mainly includes the management and business aspects of

different organizations. Data will be collected through a self-administered paper-

and-pencil survey. Almost 600 questionnaires will be distributed. The convenience

sampling technique will be used due to time limitations. The cover letter will

be explicitly indicating this study is for academic research purposes only and is

intended to provide a clear understanding of abuse monitoring and relationship

conflicts and other factors that influence project performance. Participants will

be assured of their replies and anonymous confidentiality so that respondents can

fill out the questionnaire without hesitation.
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3.6 Sample Characteristics

The demographics used in this study are; project manager’s gender and employee’s

gender, project manager’s age in the project based organizations and employee’s

age in project based organizations, project manager’s qualification and employee’s

qualification and, project manager’s dynamic experience and employees dynamic

experience. Sample characteristic’s details are following

3.6.1 Age

Age is considered as one of the demographics, to which respondents sometimes feel

uncomfortable to disclose openly. Therefore, to facilitate the scope of respondents,

use information to collect information about the age of respondents.

Table 3.1: Frequency by Age

Age Frequency Percent
18-25 80 22.9
26-33 212 60.9
34-41 45 12.9
50 and above 11 3.3
Total 348 100

It has been shown in Table 3.2 that most of the respondents were having age

between the range of 26-33, that means 61% of majority respondent were having

age ranging between 26-33, 22.9% of respondents were having age ranging between

18-25 which is depicting the young generation contribution towards development

of element of creativity in the projects, 12.9% respondents were having age ranging

between 34-41 and only 3.30% of the employees were having age range of 50 or

above.
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3.6.2 Experience

Again, information about the experiences of the interviewees was collected and

different time periods of experience were developed so that each interviewee could

easily reflect their specific experience in the relevant project areas.

Table 3.2: Frequency by Experience

Experience Frequency Percent
01-May 240 68.86
06-Oct 83 24
Nov-15 14 4
16-25 7 2
25 and above 4 1.14
Total 348 100

It can be seen from the Table 3.4 that most of the respondents were having an ex-

perience ranging between 01-05 years, which depicts that 68.86% respondents were

having experience between the range 05-10 years, 24% respondents were having

experience ranging between 06-10 years, 4% respondents were having experience

ranging between 11-15 years, 2% respondents were having experience ranging be-

tween 16-25 years and only 1.14% of respondents were having experience ranging

between 25 years and above. As experience includes gaining knowledge about new

procedures and ideas to bring creativity in the tasks, experience is considered as

one of the most effective demographics which contribute too much towards the

relational conflicts and conflict resolution efficacy domain for the success of the

projects.

3.6.3 Gender

Gender is the focus of the goal of maintaining gender equality and therefore it

is also considered an important part of demographics because it distinguishes

between men and women in a given demographic sample. In this study, trying

to resolve the privilege of gender equality, but still observe that the proportion of

male managers is much higher than that of female managers.
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Table 3.3: Frequency by Gender

Gender Frequency Percent
Male 249 71.5
Female 99 28.5
Total 348 100

Table 3.1 depicts the ratio of male and female respondents. As we can see majority

of the respondents were male, which shows that 71.5% of the respondents were

male and 28.5% respondents were female.

3.6.4 Qualification

Education is an important factor in promoting the prosperity of the entire nation,

and it is also a basic need for global competition. Therefore, after gender and

age, qualification/education is another important aspect of demographics. Edu-

cation opens up many new and unique ways for performance to gain competitive

advantage in all other countries around the world. By improving the efficiency of

conflict resolution, education can play an important role in demonstrating project

performance.

Table 3.4: Frequency by Qualification

Qualification Frequency Percent
Matric 0 0
Bachelor 157 45.3
Master 141 40.5
MS/M.Phil. 49 14
PhD 1 0.2
Total 348 100

It has been shown in Table 3.3 that most of the respondents were having qualifica-

tion of Bachelor, which comprises 45% of the total respondents chosen as the true

representative sample of the whole population. 40.5% respondents were having

qualification of MS/M.Phil., 14% of the respondents were having qualification of

Masters and 0.2% of the respondents were PhD amongst the 348 respondents.
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3.7 Instrumentation

3.7.1 Measures

These data will be collected through the use of questionnaires selected from differ-

ent real sources. The questionnaire was distributed in English but was translated

into Urdu when needed. Each project organization visited during the question-

naire distribution distributed 100-150 questionnaires. Survey questionnaires are

also distributed online to the project organization’s website for quick response.

According to past research, collecting data online is a more convenient way to

collect data because respondents can easily fill out the questionnaire compared to

the process of filling out the questionnaire through a pen program, regardless of

how the data collection method is used in the above two methods. All the items

i-e abusive supervision, relational conflicts, conflict resolution efficacy were to be

filled by the Employee and project performance only has to be filled by the project

manager, in order to avoid biasness. All the items of the questionnaire are to be

filled on a 5- Point to the Likert scale, where 1 means (very disagree), 2 means

(disagree), 3 means (both agree and disagree), 4 means (Agree), 5 means (strongly

agree).All these scales were approved by passing them through reliability test.

The Questionnaire includes 20 questions having 4 sections i-e demographics, abu-

sive supervision, relational conflict, project performance and conflict resolution

efficacy. In order to make results more authentic following demographic infor-

mation was included as variables Gender, Age, Qualification and Experience, for

accuracy that data provided by participants will be kept secret.

600 questionnaires were distributed in total but only 360 were received. But the

actual numbers of questionnaires used for the analysis of data for demonstrating

the results were 348. The discarded questionnaires were those which were not

having the complete information or many of the questions were unfilled in those

questionnaires hence making them not appropriate for the study. So, we had a

total response of 60% out of 100%.
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3.7.2 Abusive Supervision

To measure the impact of abusive supervision on project performance, 5 item

(Mitchell & Ambrose, 2007) was used. The answer was obtained through the 5-

point Likert scale, ranging from 1 = very disagreeing 5 = very agree. The size of

the project is considering the behavior of the supervisor. You think your supervisor

is laughing at your degree, telling you that your feelings are stupid, putting you

in front of others, making negative comments on others and telling you that you

are incompetent.

3.7.3 Relational Conflict

To measure the mediating role of relational conflict in impacts of abusive super-

vision on project performance the scale was adopted from (Kankanhalli, Atreyi,

bernard, & Wei, 2006). The responses were obtained through 5-point Likert scale,

ranging from 1 = very disagreeing 5 = very agree. The scale project is that your

team members are opposite each other in personal matters, your team members

make negative comments on each other, your team members’ negative comments

are directed at others, and some of your team members try to mock others and

differentiate your team. Experienced interpersonal relationships.

3.7.4 Conflict Resolution Efficacy

A 3 item scale developed by (Jehn, 1995) was adopted to test the conflict resolution

efficacy. The responses were obtained through 5-point Likert scale, ranging from 1

= very disagreeing 5 = very agree. The items of the scale used were, Disagreements

about the specific work being done are usually resolved in my work unit, and

emotional conflicts are usually resolved in my work unit, about who should be the

problem that my work unit usually solves.
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3.7.5 Project Performance

A 7 item scale was used to assess project performance, developed by (Aladwani &

Adel, 2002). The responses were obtained through 5-point Likert scale, ranging

from 1 = very disagreeing 5 = very agree. The items were, how your most does re-

cently completed project rate on efficiency of operations, quality of produced work,

adherence to budget, adherence to schedules, ability to meet goals, effectiveness

of interaction with consultants and amount of produced work.

Table 3.5: Instruments

Variables Source Items
Abusive supervision (IV) Mitchell and

Ambrose
(2007)

5

Relational conflict (Med) Kankanhalli,
Atreyi,
Bernard,
and Wei
(2006)

5

Conflict resolution efficacy
(Mod)

Jehn (1995) 3

Project performance (DV) Aladwani
and Adel
(2002)

7

3.8 Statistical Tool

First, a single linear regression analysis was conducted to study the continence of

the independent variable ”abuse supervision” and the dependent variable ”project

performance”. When we have to study the effects of multiple factors on the depen-

dent variables in the study, regression analysis is often used. Regression analysis

will ensure that previous variable studies still support accepting or rejecting the

proposed hypothesis.
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Then for further analysis three steps of Preacher and Hayes (2008) were used. In

these three steps, first we have to put our dependent variable i-e project perfor-

mance in the outcome column, then our independent variable i-e abusive supervi-

sion of Project Manager in the IV column and after that we have to put all the

demographics in covariant column. Along with all these steps we have to choose

our Model number, as we have to perform both mediation and moderation through

Preacher and Hayes we have to separately perform the analysis both for mediation

and moderation.

3.9 Pilot Testing

Before going to perform something on a larger scale it would be a very proactive

and effective approach to conduct a pilot testing for it, as it will avoid many

risks related to wastage of resources and time. Approximately 40 questionnaires

were pilot tested to confirm that the results were familiar and consistent with the

assumptions presented. After conducting the pilot testing it was concluded that

there was no significant problem in the variables and the scales were absolutely

reliable for the pilot study conducted.

3.10 Reliability analysis of scales used

Reliability is the process of repeating the same consistent results when testing

a particular project over a specific time period, as is the ratio. The reliability

of the gauge describes the ability of the gauge to give consistent results when

tested. I have tested the reliability with Cronbach alpha, which tells the internal

reliability of the variables and tells us if there is a link between these variables.

The Cronbach dimensions range from 0 to 1. The higher the value, the more

reliable the measurement scales. Values above 0.7 are reliable, and values below

0.7 are considered less reliable in measuring the set of specific structures.
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Table 3.6: Scale reliabilities

Variables Cronbach’s
Alpha

Items

Abusive supervi-
sion

0.861 5

Relational con-
flict

0.81 5

Conflict resolu-
tion efficacy

0.796 3

Project perfor-
mance

0.777 7

In Table 3.6, shows all the proportions of Cronbach used in the data collection.

All Cronbach alpha values for the items used in the study were above 0.7. The

items i-e abusive supervision and relational conflicts, having values 0.8 shows that

these two scales are highly reliable to be used in this study according the context

of Pakistan.

3.11 Data Analysis Technique

After collecting research-related data from 348 respondents, the data was analyzed

on SPSS software version 20. I have experienced several programs while analyzing

the data. These programs are as follows:

1. First, only select the appropriate questionnaire to analyze.

2. Encode each variable of the questionnaire and use each encoding variable for

data analysis.

3. Use the frequency table to explain the sample characteristics.

4. Use numerical values for descriptive statistics.

5. Check the reliability of all variables by the Cronbach coefficient alpha.

6. Execute correlation analysis to see if there is significant relationship between

variables.
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7. Preacher and Hayes (2008) method was used for conducting mediation be-

tween the Independent and dependent variables.

8. Process macros method is used for moderation to examine the existence of

the of moderator between the Independent variable and mediator variable.

9. Using correlation, Preacher & Hayes and macros method, test hypotheses to

check for rejection and acceptance of the proposed hypothesis.



Chapter 4

Results

4.1 Results

This study investigated the impact of abuse supervision on project performance

with mediating role of relational conflict and moderating variable conflict resolu-

tion efficacy of project based organizations of Pakistan. This chapter contains the

detailed results of the research.

4.2 Correlation Analysis

Correlative analysis is generally performed to prove the relationship between vari-

ables. In this study, the entire purpose of correlation analysis is to find out the

impacts of abusive supervision on projects’ performance, with the mediating role

of relational conflicts, and moderating role of conflict; making the proposed hy-

pothesis valid.

The correlation analysis is performed to understand the nature of the changes be-

tween the two variables if the variables change at the same time. Basic correlation

analysis does not require a relationship between two or more variables because it is

35
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different from regression analysis. In the correlation analysis, the Pearson correla-

tion analysis illustrates the strength and nature of the relationship from -0.1 to 0.1

through the Pearson correlation range i-e. Therefore, we can get the correlation in

terms of strength of the relationship between the two variables by the amplitude

value, and the amplitude value can be generalized by the zero-related distance. If

the correlation is far from zero, it means that the relationship between the two

variables is stronger, and vice versa. However, if these values are zero, then it

directly means that there is no relationship between the ignored variables. The

positive and negative signs describe the nature of the relationship. If the sign is

positive, it means that the increase of one variable leads to the increase of another

variable and is considered as a direct relationship, and in the same way, if the

sign is negative, it means that adding a variable will This leads to a reduction in

another variable, which will be an indirect relationship.

Table 4.1: Means, Standard Deviation, Correlation

S. No. Variables 1 2 3 4

1 Abusive Supervision 1
2 Project Performance -.515** 1
3 Relational Conflicts .727** -.502** 1
4 Conflict Resolution Efficacy -.272** .639** -.298** 1

** Correlation is significant at the 0.01 level (two-tailed). N = 348. * P <0.05, ** P <0.01, *** P<0.001 (IAS=

Impact of Abusive Supervision, PP= Project Performance, RC= Relational Conflicts, CRE= Conflict

Resolution Efficacy)

The above table shows the mean, standard deviation, and correlation between the

variables being studied in this study. The relevant values depict the nature and

magnitude of the relationship between the variables.

Correlation table shows the negative relationship between Impacts of Abusive

Supervision and Project Performance, where r = - .515** at P< 0.01. As can be

seen from the above table, the impact of abuse supervision is positively related

to relationship conflicts, where r = .727** at P < .01. Where r = -.277** at P

< 0.01, this means impact of abusive supervision has a negative relation with the

conflict resolution efficacy.
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There is a significant positive relationship between project performance and con-

flict resolution efficacy, as r = .639** at P< 0.01. There is a negative correlation

between project performance and relationship conflicts, as r = -.502 **, P <.01.

Relational conflicts with conflict resolution efficiency are also a significant negative

relationship, where r = -.298 **, P <.01.

4.3 Regression Analysis

Since we have conducted correlation analysis to analyze the existence of the rela-

tionship between variables used in the study, we do not only rely on correlation

analysis because it shows the existence of relationships between variables only by

insufficient support and do not explain the casual relationship between variables.

Therefore, there is a strong need to perform regression analysis to collect real ev-

idence of the reliance of one variable on another. Regression analysis shows how

much the dependent variable changes due to independent variables and how much

has changed in the dependent variable due to a unit change in the independent

variable. Regression analysis can be done with different tools. I used Hayes (2013)

for mediation and moderate regression analysis. Moderation regression analysis is

to summarize the impact of abuse supervision and relationship conflict resolution

efficiency on relationship conflicts. Similarly, mediation regression analysis is de-

signed to examine the impact of variable relationship conflicts on the relationship

between abuse of regulation and project performance.
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Table 4.2: The mediating effect of Relational Conflicts and moderating effect
of Conflict Resolution Efficacy

From above table it’s shown that abusive supervision has a negative relation with

project performance, un-standardized regression co-efficient indicates that (B =

-.362, t = -11.1, p=.000), hence it provides the strong justification for the ac-

ceptance of first hypothesis H1 i-e ”There is a negative relation between abusive

supervision and project performance”. According to results for hypothesis H2 i-e

”There is a positive association between abusive supervision and relational con-

flict” are also supportive, indicated by un-standardized regression co-efficient (B

= .5481, t = 19.70, p=.000), hence H2 is accepted.

It is predicted from the table given above that relational conflicts and project

performance also have a negative relationship between each other. Evidence is

provided through the un-standardized regression co-efficient as (B= -.2518, t=

-4.10, P= .000) and from these values it is concluded that H3 i-e ”There is a neg-

ative association between relational conflicts and project performance” is totally

accepted. Results indicate that relational conflict partially mediates the relation-

ship between abusive supervision and project performance, as the indirect impact

of abusive supervision on project performance through relational conflicts has the

upper and lower limits of -.215 and -0.742 thus it is concluded that the hypothesis

H4 i-e ”Relational conflict plays a mediating role between abusive supervision and

project performance” is accepted.
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4.4 Moderation analysis:

For moderation, we adopted Model 1 of the Process macro through SPSS Hayes

(2013). In Hypothesis 5, we assume that the appearance of consistency mitigates

the relationship between value inconsistency and loneliness in the workplace.

Table 4.3: Moderation analysis

It is concluded that the result for hypothesis 5 H5 i-e ”Conflict resolution effi-

cacy moderates the relation between abusive supervision and relational conflict

where high conflict resolution efficacy will weaken the relationship between abu-

sive supervision and relational conflict”. According to the results from Table 4.3

(B=.028, t=.688, p=.492) clearly rejects the moderation variable. As p=.492

which is insignificant value and zero is present between the bootstrapped 95% of

the confidence interval as its upper and lower limit (-.051, .107) different signs

proves the presence of zero which leads to the rejection of H5.
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4.5 Summary of Accepted/ Rejected Hypothe-

sis:

The table given below will show the summary results of the hypotheses presented

in this study.

Table 4.4: Hypotheses Summarized Results

Hypotheses Statement Result

H1 Abusive supervision is negatively related to project
performance.

Accepted

H2 Relational conflicts are positively associated to
abusive supervision.

Accepted

H3 Relational conflicts are negatively associated to
project performance.

Accepted

H4 Relational conflict plays a mediate the relation
between abusive supervision and project perfor-
mance.

Accepted

H5 Conflict resolution efficacy moderates the relation
between abusive supervision and relational conflict
where high conflict resolution efficacy will weaken
the relationship between abusive supervision and
relational conflict

Rejected
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Discussion, conclusion, practical

theoretical significance, research

limitations and future directions

5.1 Discussion:

The main purpose of carrying out this study was to assess the answers to many

questions that have not been answered in the context of Pakistan, particularly

with regard to the impact of abuse supervision on project performance. Conflicts

associated with other variables are evaluated as mediation and conflict resolu-

tion effectiveness, which is assessed as a regulator between abuse monitoring and

project performance impact.

The data on the unaccepted proposed assumptions come from the Pakistan Project

Organization. As the first hypothesis H1, which describes the negative correlation

between abuse supervision and project performance, approve acceptance. Since

relationship conflicts are controversial at almost every level throughout the organi-

zation, in order to improve project performance, the second and third hypotheses

H2 and H3 are also accepted, suggesting that there is a negative correlation be-

tween relationship conflicts and abuse supervision and project performance.

41



Discussion, conclusion and future directions 42

In addition, relationship conflicts act effectively as an intermediary between the

abuse of oversight relationships and project performance. Therefore, the fourth

hypothesis H4 is also accepted because conflicting relationships, especially con-

flicting leadership relationships, increase prejudice because it abuses supervision

and Intermediary role between project performances. After analysis, the conclu-

sion reached is that the effectiveness of conflict resolution is the host, so H6 is

accepted. This means that the moderator (conflict resolution effectiveness) does

affect the relationship between abuse supervision and relationship conflict, be-

cause when the conflict resolution efficiency is high, it will weaken the relationship

between abuse supervision and relationship conflict.

The detailed discussion on each hypothesis is as following:

5.2 Hypothesis H1:

Abusive supervision is negatively related to project performance.

This assumption was accepted. Current research results show a significant rela-

tionship (B= -.224, t= -4.86, P= .000).Abusive supervision having the value of

t= -4.86, which shows level of the relationship. As the t value which is negative

shows that it is negatively related. Hence in this hypothesis the value of t= -

4.86 shows negative relation statistically between abusive supervision and project

performance.

Hence, the above mentioned results are based on the basis of the past literature

(Hoobler & Brass, 2006; Mitchell & Ambrose, 2007. Tepper, 2009; Tepper et al.,

2008) also provides evidence for the negative relationship of abusive 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,



Discussion, conclusion and future directions 43

reminds them of past failures, does not give proper trust, mistakenly blames or

loses temper. Employees who may appear to be abused by their superiors either

retaliate or quit by resigning. In fact, many people attack their employers by

participating in abnormal behaviors of the organization. Because employees con-

trol many of the organization’s resources, they often use or abuse any possible

resources. Such resource abuse may occur in the form of time, office supplies, raw

materials, finished products or services provided by them.

Workplace experience may prompt workers to take action. Studies that have been

conducted have shown that the not respected concept is one of the main reasons

for workplace deviation; workplace dissatisfaction is also a factor. Subordinates

experienced abuse will reduce the frequency of interaction with their supervisor,

which will result in to reduction in the work/environment information he/she

receives. As the flow of information to the supervisor decreases, subordinates

might not be able to trim down perceived insecurity and may be less connected

to the organization and with its mission.

Supervisor has a great responsibility on his /her shoulder so he should be more

professional and ethical person in comparison to subordinates. Results clearly

indicate that if the supervision is not ethical and professional enough, desired

results cannot be derived out of that supervision. Bad and abusive behavior of

supervisor has a negative impact on project performance.

5.3 Hypothesis H2:

Relational conflicts are positively associated to abusive supervision.

This assumption was accepted. Current research results show a significant rela-

tionship (B= .5481, t= 19.70, P=.000).

Abusive supervision of project manager has the t value of 19.70, which shows

positive relationship. As the t value which has a positive sign shows the positive
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relation. Hence in this hypothesis the t value of 19.70 indicates statistically positive

relation of abusive supervision and relational conflict.

Hence, the above mentioned results are based on the basis of the past literature

(Andersson& Pearson, 1999; Bennett & Robinson, 2000; Duffy, Ganster, &Pagon,

2002; Keashly, Trott, MacLean, 1994) relationship between abusive supervision

and relational conflict.

Employees being the victims of abusive leadership get revenge directly from their

leader through workplace deviant behavior. Workplace deviance is such behav-

ior that violates organizational norms, values and its employees. Hence, there is

a direct link with abusive supervision and relational conflict; it’s an aggression

caused by the interpersonal mistreatments that forces employees to retaliate. Re-

lational conflict is one of the harmful elements and supervisors should be aware of

the effects of this particular element. It enhances biasness, getting personal with

employees, damaging self-respect of employees’ and job dissatisfaction.

Everyone working in any organization has some goals to achieve. They work to

get to some place in their lives. All of them should be given equal chances for

career progression. Relational conflict is the main hurdle in their way to progress

their career.

5.4 Hypothesis H3:

Relational conflict is negatively associated to project performance.

This assumption was accepted. Current research results show a significant rela-

tionship (B= -.2518, t= -4.10, P= .000).

Relational conflict has the t value of -4.10, which shoes negative. As the t value

has negative sign shows that the results are negative. Hence in this hypothesis

the t value of -4.10 indicates negative relation of relational conflict with project

performance.
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Hence, the above mentioned results are based on the basis of the past literature

that supports the negative relation of relational conflict with project performance

(Ammeter & Dukerich, 2002; Simson & Peterson, 2000; Maslach & Leiter, 2008).

The most important aspect of project based organization is meeting their compet-

itive market in order to survive as a successful organization, which involves two

main dimensions i-e Support of supervisor and end to end performance, which are

having a strong link between them because high level of abusive supervision will

initiate job dissatisfaction and bad performance in task.

Moreover, such conflicts are considered to be destructive. Teams with high level of

relational conflicts, make poor quality decisions and there are fewer commitments

to these decisions. Also, the lack of commitment to decision making and poor

quality decisions can hinder the team’s ability to stay within the program and

achieve the project aims.

As discussed earlier, everyone works for his/her career progression, if everyone will

not be given equal chances to work or they will not get the equal atmosphere to

work, relational conflicts will be born and when the relational conflicts will be

there maximum results from employees’ capabilities cannot be derived. Results

clearly indicate a negative relationship between relational conflict and project

performance.

5.5 Hypothesis H4:

Relational conflict plays a mediating role between abusive supervision

and project performance.

Mediation hypothesis got accepted. As results shows significant relationship of re-

lational conflict as a mediator between abusive supervision of project performance,

as the upper and lower limit (.215, .0762) indicated by the un-standardized regres-

sion co-efficient are both positive and there exist no zero in the bootstrapped 95%
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interval around the indirect effects of relationship between abusive supervision and

project performance through relational conflict.

High degree of conflict Involving strong interpersonal disagreements and tensions

in a team between leader and member usually expressed in negative communica-

tion, Lack of cooperation between leader and member Anger, distrust, fear and

frustration. All these results have come out with the past literature which supports

the significant role of relational conflict as a mediator between abusive supervision

and project performance.

In contrast to the negative effects of abuse supervision, relationship conflicts may

be motivating team members. High degree of conflict involves strong interpersonal

disagreements and tensions between the leaders and the members. Usually there is

negative communication, lack of cooperative anger between leaders and members,

distrust, fear and frustration (Jehn, 1999; 1997; Jehn&Mannix, 2001). In contrast,

the team’s characteristics are low. Through active communication, interpersonal

relationship between leaders and members, the level of relationship conflict is more

harmonious and harmonious, showing trust, feelings and mutual respect.

5.6 Hypothesis H5:

Conflict resolution efficacy moderates the relationship between abusive

supervision and project performance where high conflict resolution ef-

ficacy will weaken the relationship between abusive supervision and

relational conflicts.

Moderation hypothesis got rejected. As the results of this study shows insignificant

relationship (B= .028, t= .688, P=.492).

The t value of conflict resolution efficiency is .688, indicating that the relationship

is of very high importance. Since the value of t is much smaller than 2, the result

is not significant. Therefore, here in this hypothesis, the t value of .688 indicates
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a statistically in-significant relationship between conflict resolution efficiency as a

moderator between abuse supervision and relational conflict.

Self-resolving efficacy is conceptually different from ”task.” ”Description of Morgan

et al (1993). The task is to work as a team member, ”dedicating to understanding

task requirements, discovering rules for performing tasks, establishing interactive

models equipped with equipment, exchanging task-related information, developing

problem-solving teams, etc. Therefore, the task represents the technology of team

tasks. Performance, self-solving effectiveness and team processes are used to guide,

adjust and monitor tasks.

5.7 Practical and Theoretical Implications:

In this study, I discovered areas where abuse of supervision has an impact on

project performance. This has become very popular and important area in these

recent years in order to compete globally among all emerging creative organiza-

tions around the world. The main purpose of this study was to find out the effect

of abuse supervision on performance of projects. The study also demonstrates that

relationship conflicts are mediating effects of abuse of supervision and project per-

formance. In addition, this study explores the unique role of conflict resolution as

a regulator of the relationship between abuse of supervision and project perfor-

mance.

The analysis data for this study were collected through questionnaires and dis-

tributed to the project organization in Pakistan. The proposed research and hy-

potheses support peer-to-peer theories and peer-to-peer exchanges. A total of 600

questionnaires were distributed, but only 348 were used for analytical purposes

because these 348 questionnaires had the most appropriate and comprehensive

information needed to analyze the research.

The main contribution of this study is that this study has contributed a lot to the

current literature because of the limited research on the impact of abuse oversight
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on project performance and conflict resolution, as the effectiveness of mediators

and conflict resolution as intermediaries. In this study, five hypotheses were ana-

lyzed and tested based on the situation in Pakistan.

Moreover, all the assumptions are accepted. This study contributed to a new area

in the previous literature, in which the abuse supervision relationship was tested

and analyzed with other variables such as project performance. By analyzing

the impact of project managers on project performance, this study adds a very

important aspect of project

Manager’s oversight of past literature abuse. In this study, new relationships

have been analyzed, which is important for achieving competitive advantage in

this diverse and creative environment of emerging organizations. This study has

played an important role in the literature by showing that relationship conflicts

serve as an intermediary between abuse supervision and project performance, as

well as demonstrating the effectiveness of conflict resolution as a regulator of abuse

supervision and project performance. Since the effectiveness of conflict resolution

is one of the important and unique variables, the analysis of this variable serves as a

unique study that makes a significant contribution to the future of literature. This

study is equally important for managers, subordinates, supervisors, and employees

because Pakistan is facing a high degree of power distance culture and require a

large amount of new research to overcome this aspect of Pakistani culture. This

will indicate abuse of supervision of project managers and subordinates.

5.8 Limitations of Research

As each study has some reservations, this study has also some limitations; main

cause is limited resources and time. Because the data comes from the project

organizations in Pakistan, if the data is collected from other parts of Pakistan, the

results may vary greatly.
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Since this is a bilateral survey, there are many difficulties in collecting data sepa-

rately from management and staff. Even if many employees are not paying atten-

tion in completing survey, convincing them is a daunting task. Another limiting

factor in this study is the use of convenient samples, where resting sampling is used

to randomly collect data from a large population and limit generalization. There-

fore, the results may not be widely promoted. As the analysis shows, some of the

results are different from those expected in previous studies and literature, mainly

due to the post-high power culture, so the results may not apply to non-Pakistan

backgrounds.

5.9 Future Research Directions

In this study, the abuse monitoring model is subject to the impact of project

performance, but for future research trends, these variables can be studied using

other dimensions of performance.

There is still a lot of room for further research because the rejected assumptions

can be reanalyzed by using different project management departments or areas.

As a hypothesis, I believe that the role of the conflict resolution as a moderator has

been rejected, but through analysis, we examined the direct relationship between

conflict resolution effectiveness and abuse. Alternatively, the same moderator can

be tested between abuse of supervision and project performance. hence, more

research can be done from this angle to examine these areas in order to improve

relationships in the presence of abuse supervision and ultimately improve project

performance in Pakistan.

In addition, research on abuse monitoring and project performance requires more

attention from researchers because these variables can be further studied in other

sectors that require good performance, namely the telecommunications sector,

which the sales department associates with such jobs. Therefore, this study can

be further enhanced and refined by following several future research guidelines.
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