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Abstract

This study focuses on the relationship between the psychopathic leadership and

job disengagement with mediating role of abusive supervision in presence of power

distance as moderator. Data were collected from 250 employees working in var-

ious banks in Pakistan. Results show that psychopathic leadership is positively

related to Job disengagement. While mediating role of abusive supervision and

moderating role of power distance was also established. The study is useful for

the practitioners especially in the banking sector.

Keywords: Psychopathic Leadership, Abusive Supervision, Power

Distance, Job Disengagement
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Chapter 1

Introduction

1.1 Background of the Study

Leadership is an integral part of workplace. The leadership affects various out-

comes at workplace which includes employee related and workplace related out-

comes. Studies have recognized different types of leadership that may exist at

workplace. A considerable amount of literature exists on positive forms of leader-

ship about personality trait such as democratic, laissez-faire, autocratic leadership

(Amanchukwu et al., 2015).

In the past leadership has been considered entirely in positive terms Padilla et al.

(2007), including Charismatic leadership Bligh et al. (2007) visionary Leadership

Conger et al. (1990) while dark sides like tyrannical Leadership Padilla et al.

(2007), and petty tyranny Ashforth (1994) are rarely discussed Wu and Lebreton

(2011).

The dark side of leadership is delineated as a continuing form of behavior displayed

by a leader that effects in overall negative organizational consequences based on the

interactions between the leader, follower and the environment. Dark personalities

at job are somewhat less researched (Furtner et al., 2017) yet there is a current

surge in concern for this matter (Spain et al., 2014) though it has remained a

polular topic in overall organizational behavior literature. Furnham et al. (2013).

1
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Therefore the latest studies large number of “grey area” exist, where more knowl-

edge about leadership and followership are desired. We pursue to highlight the

contrasting shades of dark leadership by consider leaders, subordinate, and their

relationships in particular context into account.

Psychology of the dark triad discusses the personality traits of Machiavellianism,

narcissism and psychopath. Results presented that Machiavellianism and psy-

chopathy were negatively associated to job performance. These dark triad traits

were positively linked with Counterproductive behavior. The term psychopath

usually calls up images of serial killer or act of genocide. Less commonly consid-

ered are those who are intelligent enough to avoid recognition by criminal justice

system while hiding in the boardrooms of cooperation or working in the halls of

government institutions (Palmela et al., 2018). Although extensive assumption

that psychopathy is associated with thoughtful extensive assumptions that psy-

chopathy personality trait don’t consistently converted to chronic criminal offender

(Akee et al., 2018). Psychopathy comprise of a collection of affective interpersonal

characteristics involve lack of sympathy, cruelty, manipulativeness and interper-

sonal appeal, impulsiveness and carelessness (Igoumenou et al., 2017).

Leader with higher level of psychopathy have been begin to treat their subordinate

employees more destructively, exhibiting behavior such as bullying and intimida-

tion (Boddy et al., 2015). Potentially due to this behavior, employees working

for leader higher in psychopathy display less job engagement, greater intent to

change job, less enthusiasm to do their job, and greater negligence toward their

job (Mathieu et al., 2015a). Psychopathic traits influence on an individual’s en-

gagement. Indeed psychopathy have been linked with fraud, white collar crimes,

immoral and dangerous assessment formulation, and disengagement in cooperate

social environment (Jonason et al., 2014). Psychopathy is a personality sickness

that is well-defined by anti-social and dysfunctional emotional, interpersonal and

behavioral expressions (Louth et al., 1998). Psychopathy anticipate the most ob-

vious and destructive tend amongst the Dark Triad (Jones and Paulhus, 2014).

According to most of the researchers that provide information indicating that psy-

chopathy is linked with negative leadership form (Mathieu et al., 2015a). As well
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as negative influence on subordinates (Mathieu et al., 2014). In study of bullying

in adult, stated that psychopathy was more strongly linked with bullying behavior

(Baughman et al., 2012).

In general, subordinate are more expected to tag their supervisor as abusive when

their supervisor ridicule and belittle them, remind them of past mistakes and fail-

ures, state them they are incompetent, speak poorly about them to others, and

engage in other aggressive behavior. (Tepper, 2000) postulated that psychopathy

form a “dark triad” that frequently appears in toxic or abusive leadership be-

havior. While these behavior also have positive outcomes, as getting ahead, they

also increases the likelihood that supervisor will involve in negative, destructive

behavior toward subordinates (Garraway, 2013).

1.2 Gap Analysis

These findings suggest that we need to specifically focus on psychopathic leadership

and its detrimental outcomes. A study by (Blickle et al., 2018) addressed many

issues on psychopathic leadership but they suggested that still there is dearth

of knowledge which can link it with outcomes. Based on this call we identified

abusive supervision as a potential mediator between psychopathic leadership and

job disengagement. This is in addition to few studies that discuss psychopathic

leadership and its impact on job performance but job disengagement was rarely

discussed.

Another dearth in knowledge is that studies on psychopathic leadership have fo-

cused western and US context for example (Robert et al., 2015; Lin et al., 2013;

Zhang and Bednall, 2016). These studies suggest that results might give different

results in other contexts like having high power distance as it allows a psycho-

pathic leaders to exercise more abusive behaviors. Keeping in view these calls,

this study takes power distance as a between psychopathic leadership and abusive

supervision.
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1.3 Problem Statement

The leadership literature is predominantly focused on positive outcomes of lead-

ership. For last many decades either its traits or behaviors, the main focus have

been a positive image of leaders. However many incidents highlighted how leaders

manipulated situations for self-interests and against the benefit of others.

Thus dark side emerged as a key focus in leadership debate; however this has

many unaddressed puzzles which studies need to solve. One of these is to identify

new mechanisms which clearly explain how psychopathic leadership results various

outcomes. In addition role of culture needs further clarify.

To address these problems, the present study contributes in extant literature by

looking abusive supervision as a potential explanatory mechanism in presence of

power distance as moderator. This will give new findings to resolve the problems

in extant literature.

1.4 Research Questions

The current study aims to identify answers for these questions:

Question 1: How psychopathic leadership affect job disengagement?

Question 2: How abusive supervision can act as an explanatory mechanism

between psychopathic leadership and job disengagement?

Question 3: How power distance affect the relationship between psychopathic

leadership and abusive supervision as moderator?

1.5 Research Objectives

This study intends to consider following objectives.

• To study dark side of leadership and identify unique outcomes of psycho-

pathic leadership.
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• To identify mediator in study of psychopathic leadership.

• To identify moderator in study of psychopathic leadership.

1.6 Significance of the Study

This study determine the impact of psychopathic leadership on job disengagement

through a powerful and important variable abusive supervision because has wider

outcomes on indices of employee attitudes (Lin et al., 2013). Earlier research

exhibited that abusive supervision ideally related with job disengagement in a large

extent samples (Martinko et al., 2013) and the study also determine relationship

of psychopathy and its impact on job engagement in a power distance culture

as Pakistan is a country where power distance prevails (Islam, 2004) crease the

strength of this study. In light of these conclusions, we believe that this research

spurs carryon study on inhibitors of Psychopathic Leadership at work place.

This study use moderator power distance that affects the impact of psychopathic

leadership toward job disengagement. accordingly, we analysis the moderators

and mediators that relate psychopathy and job disengagement in Pakistan power

and people accept that power is distributed to elite people (Randall et al., 1993).

None of the study in Pakistan has yet been conducted to test such relation of

psychopathy and job disengagement under the light of culture because culture is

very important factor that effect the organization.

This study makes following contributions in extant literature:

• Psychopathic leadership is studied in presence of unique explanatory mech-

anism.

• Abusive supervision has been used as mediator to link psychopathic leader-

ship with job disengagement.

• The role of culture has been added in psychopathic leadership literature to

provide new venues for research.
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1.7 Theory Supporting on Research Topic

Theory that is supporting all the variables of my research and linking those vari-

ables directly to each other is the “Trait activation theory” has been in the litera-

ture since its introduction (Tett and Burnett, 2003; Tett and Guterman, 2000), as

a foundation for tracking complexities in how personality shows out in the work-

place and for recognizing further applications. Trait activation theory covers all

the variables in an appropriate way because it depicts the trait situation link by

competing that the behavioral exhibition of trait needs inspiration of that trait

by trait relevant situational cues. The core of this research is to decide in which

situation a personality trait is expected to emerge in behavior. A situation is

established to be appropriate to a trait if it suggest cues for the trait expression.

The foundation of trait activation can copied back as initial as 1938, when Murray

explained that situations “press” persons to display traits. Tett et al. (2013b) gave

explanation about the important contributions of other beliefs that continue and

impact trait activation theory with these subsequent:

“Trait and situation form two sides of the same coin that cannot be separated

from each other”.

This research gives an interactionist model of job engagement that displays the

circumstances in which a specific personality trait is expected to express job en-

gagement. It does so by integrating psychopathic leadership and socially and

organizationally derived situation cues in the form of abusive supervision.

The trait activation theory first presented by Allport (1937) while explaining how

behaviors are commonly unpredictable, given dissimilar situations. He claims

that discrepancies occur as dissimilar traits are triggered to contrasting degrees in

dissimilar situations. He discusses that discrepancy arise on account of dissimilar

traits are triggered to different degree in different situations. This opinion has

establish to assist between many (Abu Bakar, 2015). The current research admits

the trait activation theory as express by (Tett and Guterman, 2000), who formalize

the trait situation association by arguing that the behavioral articulations of trait

want stimulation of that trait by trait relevant situational cues. The essence of this



Introduction 7

research is to conclude in which situation a personality trait is possibly to appear

in behavior. A situation is establish to be appropriate to a trait if it suggest cues

for the trait articulation.

Tett and Burnett (2003) trait activation model incorporates declaration about

the method by which personality traits are related to achievement. First of all,

traits are articulated in work behavior as reaction to trait relevant situational cues.

Second, basis of trait related situation cues can be originated at dissimilar level,

as assignment, communal and organizational. The current study suggests situa-

tional moderators of the personality work behavior association for job engagement.

They are trait relevant cues that are socially and organizationally derived contend

that the situational variables selected for this research are related in recognizing

dissimilar personality belongings of subordinate.

Psychopathic leadership and power distance are trait and abusive supervision is

situational cues and job disengagement as behavior. Eysenck (1967) claim that

trait and situation form two sides of coins that unable be apart from each an-

other. Kenrick and Funder (1988) distinguished that trait effect behavior only in

relevant situation. Trait activation is the way by which persons reveal their traits

when given with trait relevant situational cues.in a direct test of trait activation

view. Tett and Guterman situational cues that activate traits to produce trait.

Expressive behavior is also used to access the behavior as job disengagement.

We rely on trait activation theory (Tett and Burnett, 2003) to give reason of how

power distance moderate psychopathy and abusive supervision relationship which

is established on the tenet that subordinate display a specific trait in a supportive

content. The concept of relevant situation interactionist perspective (e.g Pervin,

1985) which recommend that expression of the individual behavior is reliant on

the content which means that rigt content motivate subordinates to activate their

personality trait (Blickle et al., 2018).

Building on proceeding debate this research give priority how abusive supervision

as a supportive component of content is conductive to psychopathy leadership

and job disengagement. The role of abusive supervision as influential of behav-

ioral characteristics as job engagement. On the foundation of the principle of
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trait activation, we propose that the predatory orientation of Leader of overall

Psychopathy (i.e. a harshly influential view of human nature and enthusiasm to

employ others for selfish goals; Lilienfeld et al. (2005) will be trigger situation as

abusive supervision that can be social or envirmental. Afterward ,the activated

overall Psychopathy trait should have a negative impact on how these Leader treat

their subordinate, that is how these Leader give verbal direction, to get subordi-

nates behavior to conform to the organizations rules, and aid or demoralize their

employees.

As psychopathic leadership that is a trait trigger situation cues that is abusive

supervision. Behavioral expression of trait that is disengagement in response of

abusive supervision that is situational signal that can be social or environmental.

Power distance is also a trait that strengthens the relationship between psychopa-

thy and job disengagement.
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Literature Review

2.1 Psychopathic Leadership and Job

Disengagement

In majority psychopathic leadership appear to be fraudulent (Khiangte, 2011)

traitorous (Urrows, 2007) disastrous (Williams et al., 2003). Psychopathy pro-

jected the most observable and destructive tendency between the Dark Triad

(Jones and Paulhus, 2014). A few researchers have presented sign suggesting

that psychopathy is related with negative leadership form Blickle et al. (2018) in

addition it negative influence on employees Mathieu et al. (2014). In research

of bullying in adult, described that psychopathic leadership was more vigorously

associated with bullying behavior Furnham et al. (2013), and positively connected

to disengaged work behavior Cole et al. (2012).

Hodson et al. (2009) establish that Dark Triad personalities (i.e Psychopathy,

Narcissism, Machiavellianism) anticipate social dominance orientation and that

the highest correlation was with psychopathy. Kaiser et al. (2015) acclaimed that

dark side personality tendencies rest on false belief about how best to serve one’s

personal intrests. These people exhibit self-defeating behavior that may secure

their minor short term interests but it cost them in long run.

According to Jones and Paulhus (2014) Psychopathy has the highest impulsive-

ness. Psychopaths, who display greater tendency to negative funniness styles

9
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(violent, self-defeating). Psychopathy positively link to socio emotional abilities

Furtner et al. (2017). Psychopath were negatively link up to work conduct. Psy-

chopaths were positively linked up with prejudicial work behavior. Psychopaths,

who are capable to achieve higher rank at work place, may excelling command

their impulsivity and introverted tendencies.

Patrick et al. (2009) inspected diverse and frequently complicated exertion during

whole history to explain psychopathy appear at three reoccurring ideas. They

emphasized the utility of abstracting. Psychopathy in term of three core phe-

notypic forms; disinhibition, boldness and meaness. Their “triarchic model” of

psychopathy can serve as an organizing framework for contrasting conceptions of

Psychopathy, containing those appropriate to the organization.

In a 2002 key note address to comedian police society pioneering psychopathy re-

searcher Hare (2002) stated that “not all psychopath are in broad rooms”. The

identification that psychopathy extends to the work place and the rest of profes-

sional world is not new Cleckley (1941). Psychopath Johnson et al (2012) study

link among the dark triad and strategy of organization manipulation. Psychopa-

thy was related with hard strategies (e.g. threats). Overall, though, dark triad

personalities have a tendency to more to hard strategies rather than soft strategies,

such as social inspiration and manipulation at organization. As Schyns stated in

a “state of the art” about that presentation on destructive leadership, “bad” is

more than “good” (Schyns, 2015). This may be because destructive leadership

throw organizational growth into reverse and so generates more repercussions.

Finding from current empirical study check earlier expressed prospects. Current

study has certainly revealed that psychopaths have a noticeable consequence on

subordinates detachment, workload, job satisfaction, conflict and bullying, coop-

erate social responsibility and work place constrains in the organization (Thomp-

son Coon et al., 2011; Boddy, 2016; Boddy et al., 2010). As well as on the propen-

sity to indulge in environmental offending in the form of the illegal dumping of

toxic waste materials (Ray and Jones, 2011).
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Based on their personalized power purpose and social supremacy orientation, Psy-

chopathic leaders display antisocial inspiration to leader. In organization frame-

work psychopathic leader display uncertain and passionate leadership behavior.

Psychopathic damaging leadership behavior could have powerful negative belong-

ings on firm representatives and effectively Boddy (2015). Psychopath in the

workplace conveys the story of brutal bullies who rise to the top echelons of orga-

nizations, lying in wait to destroy not only companies and lives ,but also economies

Boddy (2015); Boddy et al. (2010).

Psychopathic tend are usually observed in a very negative light by organizational

scholars Murray (1938) not unexpectedly, the irresistible greater number of study

support this idea. Psychopathic tendencies have been establish to be negatively

connected to work accomplishment Scherer et al. (2013) and helping behaviors

Faura (2016), and positively related to job engagement Cole et al. (2012).

Engagement is an optimistic state of comfort and high motivation (Cooke et al.,

2019), where engaged employees have great level of efficiency, are entirely par-

ticipative in their task, and are passionate and like their work (Quinones et al.,

2016). There is some sign that work engagement oscillate within employees over

time (Sonnentag, 2003). Macey and Schneider (2008) who debated engagement

as a practice that is comparatively lasting over time and analyze work engage-

ment as an individual characteristic. As great work engagement indicates to be

noticed in one’s task, greatly engaged employees should be lesser diverted by neg-

ative occasions that might happen at work. Therefore, they are less likely to focus

on such negative events and their negative effect should remain below. Lastly,

high work engagement may allow effective work accomplishment (De Lange et al.,

2008), whereas job disengagement may delay performance because struggle and

deliberation are missing.

The emergent from growing disenchantment with “deficit model” of psychology

and its emphasis on disorder and psychopathy and issue such as strain and ex-

haustion (Purcell, 2014), A capability occupying access would allow an improved

understanding of how to start a prosperous life and attain high level of task achieve-

ment or spotlight on positive features that makes life worth living (Avolio et al.,
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2004). In regularly cited and experts research, fully accept that they simply chose

to arbitrarily exclude model of behavior that spotlight on removal, dysfunctional

behavior, or other disengagement occurrences (Pinto et al., 2008), not unexpect-

edly, numerous in the work engagement field are said to be studies of the negatives

(Purcell, 2014) after all there is clarify prove of dark side to engagement. Sub-

ordinates who attempt to discharge all task and group action as well as being

conscientious organizational citizen, can experience exhaustion, fitness problem

and disengagement (Purcell, 2014).

Work engagement may be unobjectionable in its own words in analyzing the as-

pects, and occasionally the antecedents and concerns, of a supportive, fulfilling’s

work associated condition of knowledge, but like a side effects are agitation. These

range from the way the most of the employees who are completely involved are

defined in negative term indicating that it is their own negligence, to a near pre-

vention, or recognition, of conflict at work place whether social or team.

The situation under which leader meaning making efforts, can kill employee experi-

ences of significance at work. The author applied a wide angle taking into account

leader’s characteristics and employee characteristics. They debated that leader

damage follower’s work engagement. The negative consequences of diminished

meaningfulness comprise disengagement (Kipfelsberger et al., 2017). Literature

expose that when employee feel unhappy at work they are involved in deviant

work place behavior (Javidan and Carl, 2004). Psychopathy show vital role in

bringing negative behavior at work (job disengagement).

Recent research by (Tett and Guterman, 2000) has demonstrated the aspect that

trait relevance show in understanding how traits give an account to pattern of

behavior. Tett and Burnett (2003) trait activation model integrate declaration

about the mechanism by which personality traits are related to performance. First,

trait is exhibited in work behavior in task behavior as reaction to trait relevant

situation cues. Another point is trait relevant cues can be initiated at various

levels that is specifically job assignments, social and organizational. The current

research suggest situational moderators of personality job behavior association of

job engagement, they are trait relevant cues that are socially and organizationally
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derived argue that the situational variable selected for this research are relevant

in recognizing dissimilar personality effects of subordinates.

H1: Psychopathic leadership is positively related to job disengagement.

2.2 Psychopathic Leadership and Abusive

Supervision

Psychopathy is the “darkest” dark triad trait in organizational leadership and also

the less studied topic (Schleich et al., 2014). There is less proof of relationships of

psychopathy and leadership (Boddy, 2014). As reported by (Hare and Neumann,

2008), psychopaths assign organizational participants into two segments: One

segment is made of their followers, and the second segment of their critics that

categorize that the institute is in risk. Psychopathic leader try to outmaneuver and

get rid of their attackers to better ascend to power. Psychopathic leaders can be

mainly established high-ranking management levels (Spencer and Byrne, 2016).

Psychopathic leaders are extremely complex in picking of their followers, who

must pay them complete devotion. Psychopathic leaders avert opinion creating

and don’t bother about their subordinates. Mathieu et al. (2015b) determined

that, like narcissism, psychopathy might be linked with leader development or a

surface indication with leadership, but not with leader efficiency.

The reason for leadership derailment lies in the personality illness of the leader

(Gundling et al., 2011; Hogan and Kaiser, 2005) stretched their ideal to propose

that personality openly defines leadership forms, which in turn effects subordi-

nates views and group work and results organizational performance. Psychopathy

is a concept explain by group of personality traits and features, along with mag-

nificence, egocentricity, deception, empty emotion, lack of sympathy, craziness,

abrupt, and an impulse to pay no attention or disrupt socialisms (Hare and Neu-

mann, 2008). We consider that psychopathic traits are a firmly basic aspect for

many of the interactive behavior show by dysfunctional leaders, and a reason of

main mental discomfort in their employees (Hare and Neumann, 2008).
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The subject of abusive supervision has created considerable study over the past two

eras. Abusive supervision, well exemplify as employees view of the degree to which

their supervisors involve in the constant act of aggressive written and unwritten

behaviors, exclusive of physical connection (Babiak, 2000) as expanded research

debate in the field of general management over the earliest decades. Abusive su-

pervision comprise withholding desired facts, condemning employees, embarrassing

them in front of others coworkers, put down their rank, and offering them the cold

shoulder (Schyns and Schilling, 2013). A significant form of observed indication

has recognized the damaging impacts abusive supervision employs on employees

temperament, behavior, and mental fitness, such as job disengagement (Tepper,

2000), lessen effective obligation (Tepper, 2000), interactive and workplace diver-

gence (Martinko et al., 2013), poor work execution (Tepper et al., 2009), counter-

productive conflict (Tepper, 2000), and mental suffering (Whiteford and Groves,

2009).

The study on abusive supervision establish that abusive behaviors charged sub-

ordinates to display low level of dedication, authenticity, fairness and fair ac-

knowledgment (Robert et al., 2015) and increase the rate of substitutes, work

domestic conflict and mental suffering (Lin et al., 2013). Abusive supervision is

an unfriendly state that can be give rise to as disbelief between organizational as-

sociates and negative attitudes towards organizations (Zhang and Bednall, 2016).

From last two decades, numerous researches have been carried out on abusive su-

pervision (Martinko et al., 2013), which displays the probable significance of this

area of research in the present time. Literature proposes most of the studies on

abusive supervision have done, on sample taken from the western states (Zhang

and Bednall, 2016).

Current cases of misbehavior have revitalized interest in Leader personality trait

as antecedent, such as abusive supervision (Wu and Lebreton, 2011). Research of

supervision (Mathieu et al., 2014) established that employee ranking of psycho-

pathic traits in their direct supervision conclude employees psychological discom-

fort, work family contention and job dissatisfaction. It demonstrated that psycho-

pathic leadership was a substantial predictor for employee personality (Mathieu
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et al., 2015a). It is also established that psychopathic leaders were positively inter-

related with abusive supervision and subordinate turnover plans, and negatively

related to subordinate’ job engagement (Mathieu et al., 2015a).

It described those psychopathic traits in supervisor projected employee’s job disen-

gagement, lesser work motivation, mental suffering and turn over intention better

than supervisor leadership form (Mathieu et al., 2015a). Furthermore, we faith

that psychopathy may be most hazardous of dark personalities in the workplace.

At the present time behavior by which supervisor psychopathic trait produce ef-

fect on behavior of employee’s have yet to be fully explored. We faith that abusive

supervision behaviors might be one law psychopathic individuals might use to

attract in the workplace.

Particularly, supervisor display of destructive workplace behavior may evidence

specific damaging when employees are extremely dependent on their supervisors.

This reduces leaders power which requires to manage over other outcomes (An-

derson & Brison, 2014), involving an extremely important decision in our inter-

pretation of the association among Leader Dark Triads and abusive supervision.

Established on thought on the result of power (Wisse and Sleebos, 2016), we claims

that the association among the Dark Triad Traits and abusive supervision may be

more prominent when supervisor power is greater rather than lesser.

In the Journal of Business Ethics, The University of Notre Dame written that

psychopathic leader have a natural opportunity in organization overrun by abu-

sive supervision, and are more likely to thrive under abusive leader, being more

opposing to stress, including interpersonal abuse, and no need for positive rela-

tionship than others. Psychopathic leader are impulsive pleasure looking individ-

uals, who don’t have sympathy, feeling of guiltiness’s, are expected to leads an

irregular lifestyle and to show antisocial behaviors (Williams et al., 2003). Psy-

chopathic leadership has been positively associated to abusive behavior (Crocker

et al., 2005) workplace intimidation and abusive supervision (Boddy, 2014). There

is a Positive connection between psychopathic leadership and both abusive super-

vision(Laurijssen et al., 2010).
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In accordance to Trait activation theory, when somebody face certain situation,

they reply according to their precise traits (Tett et al., 2013a). A situation is

considered related to a trait if it give cues for the expression of trait relevant

behavior (Tett and Guterman, 2000). Situation trait relevance is a qualitative

characteristics of situations that is principally trait specific .Abusive supervision,

as one expression of negative leadership, is gernalized to be a trait relevant behavior

(Tepper et al., 2009). Psychopathic leadership is a trait that activate the situation

that can be social or environmental as abusive supervision.

H2: Psychopathic leadership positively related to abusive supervision.

2.3 Abusive Supervision and Job Disengagement

In current time period, there has been a huge attention given to subordinate en-

gagement .Many have appealed that subordinate engagement estimate employees

consequences, organizational successfulness, and financial accomplishment (Saks,

2006). At the similar time, it has been described that subordinate engagement is

reduced and there is extending disengagement between subordinates now (Richter

et al., 2016).

Robert Hogan consider the idea of engagement is essential for two great reasons.

The one is that it challenges the prevailing research paradigm in academic psy-

chology which is a within-team approach. Psychologists research on personalities,

observing for features that represent high performers; applied psychologists de-

mand organizations charges to recognize these better performers. All grouping

suppose that staffing organizations with better performing individuals conduct

inevitably to organizational efficiency applied psychologists think that we build

effective organizations one high performing individual at a time. But this pos-

tulate has almost never been accept or verified and it don’t believe that has any

empirical support. That is where engagement comes in it pointers to a between-

groups approach.

Engagement is explain in label of beliefs, motivations, and conduct that are favor-

able to the task group in which the person is embedded. Though engagement is
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describe and studied at the individual level, engagement principally matters at the

collective level. And it really concern: engagement is the element in organizational

lifecycle it forecasts each cumulative level consequence of significance, undesirable

or desirable, including customer satisfaction, employee turnover, reduction and

productivity evaluations.

Subordinate engagement at higher level is empirically related to measureable in-

dices of organizational efficiency. Effectiveness of organization should be the main

concern of all applied psychologists, but reviewing organizational effectiveness

needs a between groups methodology, and that is an essential modification in

methodological world prospective. In one case, engagement relates collective level

of performance and is straightly related to organizational efficiency.

The second purpose of the concept of engagement is important concerns the fact

that most Workforce is not engaged. Engagement exploration Gallup is the world

Leader, and Gallup studies usually described that employee engagement levels

across workplace are in the percentage of 25 to 30. This strong empirical detail

increases three exciting questions. The first is what is the reason organizations

cut the element that the most of their subordinates are detached? That reality

virtually screams for observation. The second question is, how do organizations

permit high levels of detachment when doing so brings lost sum of money and

unnecessary costs? The third question relates the reason of the low levels of

engagement. The solution to these three questions is that most of the leaders are

more committed on their own career than on the achievement of the organizations

where they work.

In two milestone researches, Wright, Gardner and (Wright et al., 2002) be re-

vealed that: (a) leader behavior estimate employee engagement; and (b) employee

engagement estimate business-unit execution. Engagement is a purpose of how

individuals are treated by their leader; when engagement is low, output, customer

satisfaction, and unit financial performance are low, and conversely. Particularly,

the form of the association between leaders and followers generates engagement.

(Christian et al., 2011) show that associations are the aspect of leadership most

interrelated with engagement, and (Gerstner and Day, 1997) sum up the outcomes
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of quality association for organizational performance. Contrarily, (Townsend et al.,

2000) report that low quality interactions not only lower individual performance

but lead subordinates to respond against nasty leadership.

Offensive leader behavior mainly initiates in “the dark side” of personality (Khoo

and Burch, 2008). As Bentz (1967) recognized, leader fail for a consistent set of

details: emotional immaturity, pride, regulation, corruption, hesitation, indigent

communications, etc. Hogan and Hogan (2001) projected a classification com-

prising the most usual discriminatory leader behaviors. Even though the behavior

forms are changed, they have the similar effect on employees they deteriorate trust,

enhance pressure, lower their performance and lower engagement.

Engagement is explain and calculated at the level of individual employees, but

engagement concern at the company level. Engagement is an index of profitability

and company efficiency. But engagement is created at the individual level, and

is a job that how individual employees are treated by individual managers. The

research of engagement is not an HR fad, it is fundamental to an unexpected

number of important questions associated to between team differences in company

efficiency.

Employee engagement discusses employees’ desire about task, obligation to their

organization’s goals, and enthusiasm to struggle that guarantee their organiza-

tion to be profitable (Karumuri, 2016). High work performance can be achieve

through higher subordinates engagements (Mackay et al., 2017). However, effec-

tive approaches developed by most of the leaders for engaging subordinates and

correcting their job accomplishment, others still effort (Plaskoff, 2017). Therefore,

researchers can analyze how business leaders can more efficiently engage subordi-

nates and enhance their accomplishment so their organizations can be profitable.

Workforces that perceive enthusiastic to their organization, have the proper ex-

pertise position, and accomplish well liable to be creative, which can assist their

organization stay ambitious (Ulfig, 2019). Though, about 71 percent of subordi-

nates in the United States do perceive disengaged at job, that can decrease their

execution and decrease their organization output and business earnings (Simmons,

2018). Because of the tasks linked with subordinates disengagement, more business
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leaders are identify the requirement to know how to engage subordinates (Ulfig,

2019), even though, few of the leaders effort to find the perfect right approach to

engage their subordinates (Karanges et al., 2015). This subordinate disengage-

ment concern within organization show an applied business issue that needs more

concentration from the research society. Scholars such as (Ulfig, 2019) recognized

aspects that assist subordinates perceive engaged at the place of work, comprising

appraisal and skilled growth favorable circumstances. Kerns (2014) also recog-

nized the advantage of having engaged staffs such as improved client assistance

and financial accomplishment. Yet, many leaders still struggle to engage subor-

dinates (Basit, 2016). Novel study may conduct new details concerning the plans

that leaders can use to boost employee engagement and job accomplishment.

Subordinate disengagement states to subordinate be lacking of desire for their

task, lack of obligation to their organizational objectives, and absence of ambition

to challenging effort on daily basis to guarantee their organization is favorable

(Banihani and Syed, 2017). Subordinate engagement is the reverse of it (Kahn,

1990).

The study of the literature on subordinate engagement and task accomplish-

ment contain peer-reviewed reports and papers, books, and thesis. Key research

databases comprised the ABI/INFORM accumulation and Business resource en-

tire databases accessible via the Walden University online book collection. It

based peer-reviewed printings to comprise in this literature evaluation by look-

ing at words like engagement, subordinate engagement, and engagement theory,

along with associated idea such as work engagement, institutional obligation, job

participation, and job accomplishment. With view to subordinate disengagement,

exploration words comprise disengaged, disengagement, and subordinate disen-

gagement, as well as with same term such as subordinate frustration and subor-

dinate resign. The references of 231 includes literature review, hundred percent

of which are peer-reviewed origin, with almost 88 percent issued among 2015 and

2019.

Subordinates disengagement states to absence of individual fulfillment at the place

of job (Saks, 2006). Disengaged subordinate have little ambition to diligently
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support their business to flourish (Benham, 2017). Employees that don’t have

integrity usually show less task completion (Singh et al., 2016). Disengaged staffs

generally show some warning signs, such as not asking important questions or

thinking wisely about work tasks (Pater and Lewis, 2012). Moreover, they fre-

quently ignore deadlines and might devote time at work using social media sites

for personal reasons (Pater and Lewis, 2012). Disengaged workers fail to offer

creative or artistic belief, likely not to join in conferences, and do not want to

collaborate with coworkers from other units (Pater and Lewis, 2012). They might

even avoid work regularly (Boichuk and Menguc, 2013).

There are two categories of disengaged subordinates include inactively introvert

subordinate and passionately unwilling to accept subordinates (Jamaludin et al.,

2016). Pater and Lewis (2012) give samples of both kinds, with a particular em-

phasis on subordinate’s attitudes approaching organization security procedures.

For instance, passively unsociable subordinates tend not to work on security pro-

cedures or training approaches, be unsuccessful to argue security responsibility,

and often lessen the convenience to aid on security task force (Pater and Lewis,

2012). There are unwilling to accept subordinates might also show violent degree

of disengagement, such as making jokes during safety meetings or diverting leaders

from sharing significant security opinion (Myers, 2018).

There are lots of Reasons of subordinate disengagement. Few subordinates might

engage at work in the beginning (Kerns, 2014). Though, the similar worker might

notice disengaged with the passage of time (Kerns, 2014). Business leader’s advan-

tage from considerate why this continuous change consistently takes place within

workplace (Zitron and Gao, 2017). Negative relations with clients and leaders.

Some subordinates disengage after relating with angry, aggressive, and hostile

client (Goussinsky, 2012). More subordinates give up affection at job because

they have a negative relationship with organization leaders. For instance, few of

the subordinates job for leader that are regional or threatening (Dye, 2018). In

certain organizations, leader rely on growing subordinate engagement is difficult

and not valuable trying, which can distress subordinates (Pater and Lewis, 2012).

Some workers disengage as they feel that leaders take them for accepted or do not
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attain their agreements with subordinates (Pater and Lewis, 2012). Other subor-

dinates do not trust their leaders are truthful and kind, which dispirits them from

desire to devote to the workplace achievement (Pater and Lewis, 2012). Work-

forces sometimes disengage because their leaders do not exchange information or

cooperate with them humbly (Singh, 2013).

(Singh, 2013) surveyed 474 workers and find that workers felt more gratified when

their leaders were honest; sympathetic; and effective at exchanging ideas, form

connections, and addressing conflicts. Deficit of supply, independence, or rectifi-

cation. Few of the workforces perceive unattached as they observe they do not

have the supplies and materials that require to execute work (Laschinger and Fida,

2014). More subordinates might disengage after feeling upset with the number of

jobs they must absolute with insufficient assistance (Fida et al., 2015).

Few of the subordinates feel upset because they do not have the liberty to build

their own choice about work projects (Laschinger and Fida, 2014). Compensation

and workplace policies represent other sources of frustration for some employees

(Constanta et al., 2015). Few subordinate disengage at job as they do not perceive

assured about their own knowledge (Ulfig, 2019). Putra et al. (2017) studied

this concept by conducting a survey study of 149 restaurants subordinate. Liu

et al. (2013) established that subordinate who don’t have confidence could have a

negative attitude regarding their works subordinate conflict.

Disengagement can also be usual between subordinates who do not progress to-

gether (Magee and Galinsky, 2008). Organizations where subordinates rumor and

give wrong news about each other generally have great levels of subordinate disen-

gagement and nervousness (Ulfig, 2019). (Wu et al., 2018) established this trend

after studying 234 supervisor–employee relations in China and knowledge that sub-

ordinate who worked in a situation with rumor likely to show lesser enthusiastic.

Workers also tend to have lower engagement when they job in a situation where

coworkers and leaders are fast to criticize each other upon facing tasks (Ulfig,

2019).
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Disengaged workers can upset an organization (Huang et al., 2011). Scholars have

recognized some drawbacks of employee disengagement (Kerns, 2014). Conse-

quences range from lower client contentment to lesser productivity (Wirtz and

Jerger, 2016). Disengaged subordinate can wreck a client’s knowledge (Ulfig,

2019). For instance, if a forefront subordinates evolve into annoyed later com-

municate with hostile client, the subordinate might take regular breaks to avoid

working with other customers (Goussinsky, 2012). Client might become irritated

at the lack of service (Goussinsky, 2012). Loss of effectiveness and output. Or-

ganizations frequently experience lower profitability due to the under developed

outputs stages of depressed subordinates (Ulfig, 2019). There is an average loss of

$1000 yearly in profit of an organization where employees experience disengage-

ment and unattached to the organization accomplishment (Singh et al., 2016).

Unmotivated employees might even discourage colleagues from concentrating on

company objectives, which could charge institute as more than as $300 billion in

lacking of efficiency yearly (Park et al., 2019). Productivity levels also decline

when displeased staffs fail to share new concepts (Woisetschläger et al., 2016), or

when they leave the company for other opportunities (Kerns, 2014). Recruitment

and training new staffs cost organizations time and increase money (Yalabik et al.,

2015).

Subordinates who lack the wish to been working really hard are also expected

to experience psychological and fitness issues (Lucia-Casademunt et al., 2018).

Many disengaged staffs feel annoyed, irritated, unhappy, nervous, and harassed,

all of which can harm employees’ health and aspects of life (Laschinger and Fida,

2014). (Peele, 2014) give surveys to 175 subordinates in the legal industry and

learned that subordinates who perceive they had disrespectful coworkers often had

negative approaches at the end of the routine. Workers who don’t have a sense

of relationship to organization principles are also expected to perceive disengaged

and practice physical and mental exhaustion (Kahn, 1990).

Subordinates who disengaged might also feel tempted to turn dishonestly by leav-

ing work early, taking unofficial breaks, loitering, or abusing sick leave (Newman

et al., 2019). Some subordinates react this way as they feel their leaders have deal
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them unethically, such as offering greater salaries, higher benefits, and praises se-

lective workers (Liu and Berry, 2013). Disengaged subordinates might even turn

out to be irritated to the point of stealing equipment and resources from their

organization (Shoss et al., 2016).

Disengagement of subordinate can cause other form of hazardous behavior as well.

An illustration, disengagement of subordinates could exhibit hostility by accusing

others and supportive in rivalry and assault at job, which can be reason behind

many subordinates to feel depressed and insecure (Tillott et al., 2013). Some

disengaged workers might even complete everyday jobs mistakenly on intention,

or attempt to embarrass colleagues by degrading their task accomplishment (Fida

et al., 2015).

In the last two eras, management researchers have presented growing interest in

Destructive behaviors showed by supervisors (Aryee et al., 2008). One of the gen-

eral form of supervisor destructive behaviors, abusive supervision mention to the

range to which supervisors involve in non-physical destructive behavior to juniors

(Tepper, 2000). Since the work of (Tepper, 2000), a number of research have ac-

cepted pervasive and deleterious effects of abusive supervision as employee mental

suffering, job discontentment, emotional fatigue, in-role and extra-role behaviors,

and resignation from the job (Macey and Schneider, 2008). Indeed, it is clear that

abusive supervisory behavior has ramifications for the welfare and act of employees

who are presenting such behavior.

Tepper (2000) defined abusive supervision as “subordinates” insights of the degree

to which supervisors encompass in the continued exhibition of aggressive verbal

and nonverbal conducts, without physical interaction. Since Tepper’s important

article, a multitude of studies have studied the damaging consequences of observa-

tions of abusive supervision on a host of subordinate and organizational concerns

(Martinko et al., 2013).

This study has established that employee observations of abusive supervision are

linked with high level of stress (Wheeler et al., 2013), failures in affective welfare,

and low-quality interpersonal exchanges (Kernan et al., 2011). Observation of
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abusive supervision have also been positively correlate with employee’s tendencies

to engage in deteriorated behaviors at job (Huang et al., 2017).

Subordinates who observe supervisory abuse display less commitment (Xu et al.,

2012), are assessed more poorly on official work evaluation (Harris et al., 2007),

and reportedly involve less in organizational citizenship behaviors (Zellars et al.,

2002) than their match who do not observe as much supervisory abuse. Certainly,

observations of abusive supervision are related with a varied variety of undesirable

organizational consequences.

Diverse studies have shown employees consequences of abusive supervision con-

taining behavior such as more violent behaviors absorbed toward supervisors, col-

leagues, organizations and family (Tepper et al., 2009) adequate fitness issues, lack

of dignity, mental chaos, exhaustion and problematic drinking and decrease work

contentment and engagement (Duffy and Ferrier, 2003). Abusive supervision may

also cause abuse to other subordinates as well, thus disturbing in organizational

efficiency. Furthermore, family life of sufferers may also be extremely concerned

because of abusive supervision (Hoobler and Brass, 2006).

Interactionist methods to review of personality (Hochwarter et al., 2006) propose

that features of the job situation can trigger the aspect of a given trait by propos-

ing that behavior related with that trait are obligatory, suitable, and preferred.

Therefore, the relation between leader traits, namely personality, and leadership

behaviors and efficiency would be anticipated to be affect by the structure of job

(Humphrey et al., 2007) and, thus, should be powerful when situation demands

for that specific trait to be triggered.

Tett and Guterman (2000) suggested the trait activation theory .the trait activa-

tion theory emphasized the significance of situational cues that these situational

factors can moreover support individual job engagement .It is significant for em-

ployees to acknowledge various forms of situations at the same time in understand-

ing their aspect for trait activation.

The relationship between personality trait and behavior can be explained with

the help of trait activation theory (Tett and Guterman, 2000). Allport (1937) first
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presented the trait activation theory while arguing how behavior is often unpre-

dictable, given different situations. He claims that conflicts appear as contrasting

traits are triggered to dissimilar degree in different situations. The current re-

search chose the trait activation theory as articulated by (Tett and Guterman,

2000), who formalize the trait situation link by argue that the behavioral expres-

sion of a trait require influence of that trait by trait relevant situational cues. The

core of this research is to conclude in which abusive supervision is situational sig-

nals may come from association, social and take stimuli. These signals can trigger

behavior characteristics that are related to job disengagement.

H3: Abusive supervision is positively related to job disengagement.

2.4 Abusive Supervision as Mediator

Abusive supervision demarcated a form of leadership called abusive supervision.

He describes abusive supervision as workers’ observation of their supervisor’s con-

tinued show of verbal and non-verbal hostile behaviors, excluding physical con-

tact. Hostility is an important component of abusive supervision. It initiate that

abusive supervision lowered subordinates’ satisfaction and organizational com-

mitment, and increased work-family conflict and emotional distress. A recent

meta-analysis found abusive supervision linked with lower job contentment, orga-

nizational citizenship behavior, job engagement, perceived organizational support,

work performance, and higher counterproductive work behavior, depression, emo-

tional exhaustion, job tension, and work-family conflict (Tepper, 2000).

Model, which was established on current study accessible at the time, seems due

for a review. further current studies proposes, directly and indirectly, that fol-

lower’s individual differentiation can influence their observation of violation and

their feedback to these understanding in ways that were not review in the previous

research. In specific, we debate that there is few proposal to recommend that re-

sponse spiral involving follower’s achievement and behaviors to abusive supervisory

behavior might happen (Tepper et al., 2009).
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Abusive supervision is taken as silent workplace stressor which causes injurious

psychological consequences on abused employees (Chi et al., 2007). From a broader

view, abusive supervision has been noticed as expensive and increasing organiza-

tional issues. As per assessment, almost 16 % of US employees have described to

deal abusive behaviors (Lawrance et al., 2006) and resulting in increasing expen-

ditures nearly $23.8 billion. There is a great organizational issue that increasing

cost due to abusive supervision.

Lots of researchers checked that how abusive supervisor cause organizational and

employee’s consequences (Mackey et al., 2013). There are lots of evidence from

researches, subordinates’ observation of abusive supervision is positively related

to emotional fatigue, lack of enthusiasm, workplace conflict, negative distress,

low leader–subordinate interchange, family–work fight and plan to leave the job

and negatively related with organizational citizenship behavior, engagement, work

execution, work achievement and work contentment (Harris et al., 2007).

Abusive supervision is the main reason behind downsizing of employees, particu-

larly for employees that seem mainly endangered and submissive (Neves, 2014).

Rather than clearly visible reprisal and violent behavior with ending associations

with supervisor (Tepper et al., 2009) which could lead in future task disengagement

in uncertain financial circumstances, employees rather try to prevent relationships

with the cause of misuse by keeping a distance from their supervisor (Naz, 2018)

and keep silent about organizational concern.

It recommends that leader high in psychopathy can exceed those low in psychopa-

thy on certain undoubted accomplishments. Leaders that are high on psychopathy

have inefficient manipulation and work execution than low psychopathy leader, the

former were view as higher ranking in strategic thinking, innovation, and commu-

nication. Likewise, leader high in psychopathy can performed effectively on ma-

jority of the tasks including persuasiveness, disaster management, relations with

Congress, and worldwide respect (Babiak and Hare, 2006). Leader high in psy-

chopathy have more frequently authorize immoral behavior in their management

and more likely to challenge resolutions (Lynam and Miller, 2012).
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It is inappropriate to state that the moral suggestion of employing psychopaths

without significance. Instead, this study may influence our viewpoint of how

cultures tolerant, possibly encouraging, of immoral interpersonal abuse become

apparent. If, as we have argued, leader higher in psychopathy do not respond

negatively from an emotional position to abusive supervision when others do,

they may be amongst the most that desire to work in the organization, maintain

their performance levels, and be promoted as a result. Leader that are high in

psychopathy are display abusive behavior themselves, such a process could set up

organizational cultures where immoral interpersonal exploitation is more general.

Although prior studies has shown abusive supervision to be linked to lots of be-

havioral outcomes such as work contentment, job engagement, plan to quit, and

counterproductive work behaviors , there are few studies found that interlink abu-

sive supervision and job engagement that is a constructive, desired that influence

motivation state of job associated wellbeing. Conceptual works, yet, belief that

abusive supervision is expected to impact employees’ engagement at work. In

Tepper’s developing model of abusive supervision, abusive supervision is related

to mental distress (e.g., job strain, exhaustion from work). Hence, this research

searches to restrict the research gap in the literature by inspecting the predictive

consequence of abusive supervision on job engagement. employee engagement may

be a key to competitive benefit with research indication indicating that individu-

als with high job engagement outperformed those with low job engagement, more

research on its experiences is necessary (Poon and Ainuddin, 2011).

Research that establishes perceived abusive supervision as a type of job demand

(Tepper and Henle, 2011) that is directly associated with higher levels of burnout

(Tepper, 2000) and lower levels of engagement (Poon and Ainuddin, 2011). In an

analysis of work engagement literature alters on a day-to-day basis, and that this

daily alteration is driven in part by negative employee experience at task. Infect

number of recent researches concerned with support of the concept that everyday

variation is significant and expected (Barnes et al., 2015). Furthermore, work

engagement happens collectively .workers that are treated abusively can observe

job disengagement (Costa et al., 2014).
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According to trait activation theory trait activation may happen because of social

demands that come from elements, such as colleagues, subordinates, customers and

supervisors. Unlikely, social appeal are frequently overloaded as significant situa-

tion that impact trait expressive behavior (Tett et al., 2013b) trait relevant cues

provide by social demands are not as actual and workable as task requirement,

they can be equally as significant in predicting trait expression work behavior.

Abusive supervision is different from mistreatment, because only supervisions are

participated in harassing subordinate in abusive supervision, as averse to victim-

ization where anybody (employees) can be involved constant over the period of

time and make individual behavior in distinct ways.

The theory clarifies the dynamic method of how dissimilar traits display an active

part in behaviors modification (Tett et al., 2013a). Trait activation theory delivers

a holistic approach for understanding model. When individuals are deal with cer-

tain situations, they behave as according to their precise traits (Tett and Burnett,

2003). Theoretically help from this theory, this paper has suggested that when en-

countered with continuous victimization, employees respond with unlike emotional

reactions based on their particular personality traits. Trait that is psychopathy

trigger situation that is abusive supervision that influence trait expressive behavior

that is job disengagement.

H4: Abusive supervision mediates the relationship between Psychopa-

thy and Job disengagement.

2.5 Power Distance as Moderator

Dutch social psychologist the Greet Hofsted that emphasis his effort on the review

of culture across countries. As per Hosted, Power Distance is the degree of dis-

parity present among a less powerful individual, which in organization would be

characterized by higher employee association. The construct of work associated

PD discusses how much hierarchical disparities individuals will agree and certainly

respect as proper. Conferring to culture’s over all PD norms in its organization

observes, such as dominant distribution of prestige, societal rank, wealth, the class



Literature Review 29

and status system, and access to worldwide rights (Bochner and Hesketh, 1994).

He has written books on culture enabled culture consequences (1980) and orga-

nizations software of the mind (1991). His source review of cultural dimension

comprises a research of IBM subordinates from across the countries that designed

the basis of his cultural dimensions theory. He presented a very important idea

of cultural variances between people in the organization situation. Considering

the cultural differences is becoming ever much significant as we continue to grow

an integrated global economy. Definitely, how one thoughts power relationship

will influence, how that individual will act in business cooperation, as leader and

as subordinate using a low power distance management or negotiation method

on somebody accustomed to a high power lookout may very well backfire and be

counterproductive.

Though, this paper has selected power distance as a moderator from the frame-

work established by (Minkov and Hofstede, 2013) that related national cultural

beliefs with organizational behavior. Power distance discusses to the measure in

which a culture receives the point that power in organizations is shared unequally

(Hofstede, 2013) If the national culture stimulates fairness among persons, then

an individual linked with that culture will also aspect the world with the eye of

fairness and will not impose unfair powers on others. Individual level power dis-

tance explains that the degree which a person confesses unequal distribution of

power (Wang et al., 2012). There are certain important causes to select power

distance as a moderator from (Hofstede, 2013) cultural values.

power distance is fundamentally cultural belief in the present study as abusive

supervision show itself in a variety of mistreatment of power (such as abuse with

subordinates in an institute, and for subordinate are possibly influence on their

thought and response for supervisor aggressive behavior (Lin et al., 2013).

Respectively, the idea of individual level power distance measures the interpersonal

power, impact among a supervisor, and employees (Wang et al., 2012). Followers

with less power can observe power distributed unevenly between persons (Hofst-

ede, 2013). This impression is related with the beliefs of more and less powerful

followers of a culture (Abdullah et al., 2014). In other words, individual level
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power distance can be clarified as the way one observes power has been unevenly

distributed in a culture or institutions. The more will be the observed unfairness

the extreme probabilities of restoring of abuse through divergent behaviors.

Subordinates who specify high power distance can easily tolerate the aggressive

behavior of supervisor by taking them as respectful bodies that they should follow

in all circumstances (Khan, 2014). In high level of power distance cultures, sub-

ordinates simply neglect the abusive behavior in any conditions as contrast to low

power distance cultures (Lian et al., 2012). Numerous calls have been prepared

to study power distance it in Asian culture (Peltokorpi, 2019). Western culture

base on low power distance, while Asian states (for instance Pakistan, China and

India) rely on high power distance (Minkov and Hofstede, 2013).

Hofstede (1980) acknowledge first cultural dimension called power distance. In

cultural dimension power distance that may be associated to the Dark Triad and

impact an individual social behavior. Culture approve power distance as gover-

nance of authority as beyond doubts (Taras et al., 2010). Interesting one’s extent

of power has considerable behavioral outcomes (Anderson and Brison, 2014). Con-

cluding from the current studies that power increase comparability between initial

faith, status and traits on the one side and behavior on the other (Magee and

Galinsky, 2008).

Power distance is the point to which subordinates are enthusiastic to take up

hierarchical order (House, 2004). Subordinate in high power distance culture are

agreeable to be obedient to their leader and agree to take their plans without

question; as such, subordinates are usually less sensitive to leader action towards

them due to their respect to the power hierarchy .Inst cultures, physical areas

such as organization architecture are organized and without any doubts defined to

disconnect employees from leader. In distinction, low power distance belief cultures

are more probably take open idea of floor systems that acknowledge leaders and

employees to socialize (Tan and Chong, 2003).

Leader with high power distance attitude are supposed to be more related attitude,

to permit less involvement to refrain interpersonal relations with subordinates

(Den Hartog et al., 1999). To build relatively little attempt to communicate, to be
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more inconvenient, and to be expected to give personal relationship opportunities

(Offermann and Hellmann, 1997). Actually, Leader in high power distance cultures

regularly treat subordinates as if they don’t have authority to exhibit their idea

(Bjørge, 2007).

Looking at the individual level it appear power distance would about obligatory

effect one’s relationship with his leader. High power distance culture subordinates

may face the situation of abusive behavior from the leader due to the power that

is unequally distributed (Kang and Jensen, 2009). Kang and Jeuses investigate

the association between abusive supervision and power distance as positive. In

culture where power is high create more abusive behavior and take that behavior

of leader. In culture where power distance is high create more abusive behavior

and take that behavior as normal behavior of leader.

Most of the study on abusive supervision has concentrated on its antecedent, out-

comes and the elements and basis of its circumstances, while lots of the literature

studies have acquire a positivist and quantitative studies. There is deficit of per-

ception of the employee’s understanding of their supervisory misuse in different

cultural content. In this concern, the researcher has debate abusive supervision at

job from its ancient approach and examine to relate two dissimilar cultural states

e.g. Australia and Pakistan on the base of Hofsted culture aspects.

Demonstration of National culture influence subordinate idea of supervisory mis-

use, the writer explain the idea of National culture over few Leading scholar re-

search of how National culture develop and how cultural deviation happen by

employing (Venaik and Brewer, 2013). Cultural aspects which see distinct culture

through define cultural aspects which task like a glass to view the difference among

the culture.

Supervisor exhibition of negative workplace behavior may show especially adverse

when employees are more reliant on their supervisor. This render leader power,

which entail authority over other results (Ross, 1995). It is imperative in un-

derstanding of association between Dark Triads traits and abusive supervision,

established on insight on effect of power (Moskowitz, 2004). We argue that asso-

ciation between the Dark Traid Traits and abusive supervision may be noticeable
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when supervisor power is higher than lower. The reflection of negative supervision

in their behavior is not only an issue of power or the trait (Wisse and Sleebos,

2016), but rather it is mixture of personal temperament trends and relative factors

that conclude the presence of negative supervisor behavior. Therefore, few of the

factor may permit supervisor with dark trait to treat others in abuse where as

other such behavior. We contend that the intensity to which supervisor psychopa-

thy will be showed in their dealing with employees will rely upon extent of power

they have.

Emerge from the research of (Hofsted, 2001), power distance has commonly been

inspected in multi-cultural and organizational studies. Power distance states the

point to which one agrees the authority of unfairly shared power in association

and organizations (Hofstede, 1980). At the specific range, these dissimilarity are

manifested in an entity’s power distance orientation (Farh et al., 2007) such dissim-

ilarity have been proposed to affect how individuals notice and respond to power.

In case, high in power distance orientation regulate the power variances between

those in leader positions and those in employee positions by observing authorities

to be admirable and elite (Taras et al., 2010). Accordingly, orientation of high

power distance persons are more possibly regard, accept, and confidence on super-

visors Atwater et al. (2009). Subordinate in high power distance also possess the

trust that one should not go contrary one’s higher and probably to be differential

and interested to their leaders’ opinion (Redmond, 2000).

Corresponding with previous supposition on abusive supervision and power dis-

tance, we postulate a lighten consequence, such that high power distance orien-

tation will reduced the issue of abusive supervision when the result review is an

interpretation of supervisory behaviors. Specifically, it postulates that abusive

supervision is at smaller extent anticipated to be investigates as unfair by high

power distance intention personalities. Although, personalities with high power

distance intention are much expected to observe leaders as high rank personalities

Xu et al. (2014). High power distance personalities will be principally acceptable

to duplicate the social behaviors abusive supervisors show by engagement among
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individual’s abnormal behaviors in them. Therefore, it postulate an intensify-

ing consequence, thus abusive supervision is further probably stimulate related

behaviors for high power distance orientation individuals.

In high power distance cultures, individuals are strongly believe to submit to

authority and may even distressing passing judgment on authority. Power distance

also associated with task accomplishment in that power distance is negatively

associated to Counter work behavior (Chi et al., 2007). Dark Triad Traits are

distinguish by social influence, manipulation, and Callousness (Jonason et al.,

2014), thus, the Dark triad may attain the cultural anticipation of deference to

authority while at the same time it may associated to opposing the social influence

of others.

Tepper et al. (2009) recognized that very small scale of studies on abusive super-

vision had taken place outside of the United States. Furthermore, he thought that

cultural distance such as power distance might spot reaction to abusive supervi-

sion, he state that the equivalent of regularly used calculation of misuse should be

tested across countries. Our research propose that there has been some improve-

ment on the previous matter but slightly on the last.

The sampling of approximately 21 abusive supervision researches taken by manip-

ulating non U.S. specimen as long as (Tepper et al., 2009) request corresponding

studies. The above mentioned samples included from Australia (Kiazad et al.,

2010),Canada (Darr and Johns, 2008), China (Davidson et al., 2009), the Philip-

pines (Martinko et al., 2013), South Korea (Lim and Brooks, 2011), and Taiwan

(Huang et al., 2011). Even though, the culture depicted in these researches dissim-

ilar from those of the United States on a lots of cultural dimensions that Tepper

recognized as appropriate (Hofsted, 2001), lots of researchers did not incorporated

cultural variation in their theory development or studies design.

In number of the researches that make use of non U.S specimen (Mackay et al.,

2017) the association theorized and verified are reliable with what would expected

be, or has been, theorized and tested in western background .This studies are

not wrong but point out that there is still more comprise of studies concerning

how the lawful system of abusive supervision fluctuates across nation. A curious
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verdict was that some of the researches did not notice the cultural dissimilarities

in their introductions and discussions but did not include cultural variation into

their theoretical growth or research design (Tepper et al., 2011).

Liang et al. (2016) detected that employees with high power distance orientation

were fewer interested to perceived abusive supervision as unjustified and were

more probable to design his behavior after the abusive supervision. Lin et al.

(2013) established more indication that high power distance employees react less

negatively to misuse, they noticed that the relationship among idea of abusive

supervision and effect of mental wellbeing and work achievement were weaker

for high power distance employees than for low power distance subordinates .In

a comparable (Mushkat, 2013) established that employee with powerful Chinese

traditions standards were not as probable in cruel supervisor direct take action of

deflection in reaction to observation of abusive supervision than those with low

traditional principles.

A number of researches in cross cultural studies investigate the moderating impacts

of cultural variables. Most of the researches have been absorbed on the dimension

of power distance. Kempf et al. (2014) established that employees with high power

distance extent observed abusive behavior as less unjust than those with low power

distance levels, for illustration. (Lin et al., 2013) also perceived that management

of high power distance subordinates better than lower power distance level, for

instance (Lin et al., 2013) also noticed that employee at high power distance, get

along advance than lower power distance subordinates in term of job engagement

and mental health issues.

Abusive supervision frequently proceeds as of variation in the extent of power and

control among subordinate and their supervisors and they use his power differential

to engage in malevolent action (Tepper, 2000). Power value, the functioning of

culture needs at least certain amount of power variation in interactive relationship.

Power standards reflect a spotlight on resources and authority and give priority the

achievements of superior position in communal arrangements In the high power

distance culture or high power standards, employee are to be expected to regard

those who have attained a position of rank, such as supervisor, and accord them
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right to use their position of authority. In culture lower in power principles, the

supervisor is not given the right to use their rank of supremacy simply because

of the position they hold. Hence, abusive supervision behavior more expected

to attribute to individual commit the abuse, not the position itself which would

obtain more of a response from the employee faced the misuse (Davidov et al.,

2018).

According to trait activation theory, a trait is more expected to be triggered and

thus articulated in “trait-relevant” situations, which symbol of individuals that

exhibiting the focal trait is both significant and suitable (Tett and Burnett, 2003).

Hence, a trait is more likely to describe into important variances in job behaviors,

and thus accomplishment, in situations that are more agreeable to, and achieve of,

the expression of the trait. Even though trait activation theory emphases chiefly

on personality traits.

Trait activation proposes that some situation deliver signals that trigger the ex-

pression of given trait. Traits reveal behavioral tendencies in people, the expression

of those traits into behavior tendencies in people, the manifestation of those traits

into behavior can be affected by the situation According to Trait activation theory

conceptual framework, we purpose that an individual power distance orientation

can be perceived as a trait that is activated in some situation, but not in other

(Tett and Burnett, 2003).

H5: Power distance moderates the relationship between psychopathic

leadership and abusive supervision.

2.6 Theoretical Framework

Figure 2.1: Research Model



Chapter 3

Research Methodology

3.1 Introduction

The determination of this research is to examine the mediating role of abusive

supervision and moderating role of Pd on the association between Psy and Jd.

Research design debates unit of analysis, population, sampling technique, sample

size and data collection method. The data were gathered with the assist of adopted

questionnaires furthermore, reliability and data analysis techniques have also been

discussed.

3.1.1 Unit of Analysis

This study will be a primary research. By the definition, the participants of

the study are respondents from which researcher gathered the information during

survey. The unit of analysis in this study was subordinates and Leaders of banking

sector. In order to assess the job disengagement of subordinates and Psychopathic

Leadership trait, study need to approach banking sector which basically facing job

disengagement because of psychopathic traits of Leader.

36
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3.2 Research Design

A research design is a basic path way which provides guidelines that how a study

has been conducted, who will be the participant of the study, which techniques

will be used for data collection, and data analysis (Krithika et al., 2016). This

study was based on primary data and can be termed as causal research.

3.2.1 Type of Study

This study is used to highlight the impact of psychopathic leadership on job dis-

engagement, for that co-relational study has been used in this research.

3.2.2 Research Philosophy and Quantitative Research

In order to approach a wide scale of population, usually quantitative approaches

are used and appreciated. Therefore, in this research quantitative research has

been used in form to collect the quality data for the purpose of connecting variables

to each other and for representing the nature of association among the variables

used in the study.

3.2.3 Population

Service sector shows a significant part in the development of a country. In service

sector banks are comprised in top contributor of economic growth. Development of

other sectors depends banking sector. Banking system is a crucial part to boost up

the economic growth of Pakistan; an effective banking system is fruitful to uplift

the economy of Pakistan, (Haider et al., 2017). Banking industry in Pakistan is

at its growing stage.

3.2.4 Sample and Sampling Technique

Sampling may be done on the basis of different techniques. It may be conve-

nience, judgmental, snow ball or random sampling. In this research, convenience
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sampling was the foundation on which the sample was drawn. Convenience sam-

pling is one of the methods of non-probability sampling technique, in which data

is collected randomly based on the possibility to collect data efficiently. There-

fore, Convenience sampling is the most suitable method to be used in this research

because through this method data can be randomly gathered from the banks of

Pakistan which will represent the most genuine image of the whole population in

demonstrating the influence of psychopathic leader on job disengagement through

mediation of abusive supervision and power distance as moderator.

3.2.5 Data Collection Technique

The source of data collection was primary in nature. Structured questionnaires

were used as an instrument of data collection. It is difficult to gather data from the

whole population because of limitation of resources and other time limit; Sampling

is the generally used technique to gather data. For that purpose a particular

cluster of individuals are chosen that are the accurate representatives of the entire

population. Therefore the sample selected for the study represents all the elements

desirable to acquire the necessary outcomes and is the true characteristic of the

entire population.

Our study was conducted in Pakistan in city of Rawalpindi and Islamabad. About

250 employees target 250 subordinates and 50 Leaders .we requested managers if

they would like to take part in study on personality and job engagement in the

work place and if they were willing to ask their direct superior and 5 subordinate to

provide job associated assessment of their work behavior. To confirm a supervisor

rating for each target, potential participants were supposed to be lower and mid-

level managers who supervised from 1 to 5 subordinates.

Each manager established an invitation e-mail that comprised information about

the study and personalized link by which to access the survey. After completing

the self-assessment, manager were asked to provide the e-email to take part in

the study. All participants were informed that confidentiality would be preserved

by the use of randomly generated codes. Thus, we were able to link manager
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self-assessments to the matching superior and subordinate assessments while si-

multaneously granting confidentiality to all participants (i.e., manager and sub-

ordinates). To avoid common source bias, we used Dyadic source research design

with two data sources; Psychopathy and situational assessment data.

For data gathering, questionnaires for evaluating four variables of concern i.e. Psy-

chopathic leadership, Abusive Supervision, power distance and job disengagement.

The psychopathy leadership from Leader, job disengagement, abusive supervision

and job disengagement from subordinates. Almost 350 questionnaires were dis-

tributed in the Banks. Due to certain limitations convenient sampling was used.

3.3 Instrumentation

3.3.1 Measures

The data will be gathered through the questionnaires selected from dissimilar au-

thentic sources through adoption of those questionnaires. Questionnaires were also

distributed online to the websites of different Banks for the speedy response. As

according to past researches, online collection of data is the more convenient way

of collecting data, as respondents have ease to fill the questionnaires as matched

to the process of filling questionnaires by paper-pen procedure and irrespective of

the technique of collection of data there is no substantial influence on the standard

of data while using any of the two technique refer above (Church et al., 2001).

All the items i-e psychopathic leadership has to be filled by the Branch manager

and other three variables job disengagement, abusive supervision and power dis-

tance by employees/subordinated. All the items of the questionnaire are to be

filled on 5-points Likert-scale where 1 denotes (strongly disagree), 2 represents

(disagree), 3 denotes (Neutral), 4 denotes (Agree) and 5 denotes (strongly agree).

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

350 questionnaires were distributed in total but only 296 were collected. But the

actual numbers of questionnaires used for the examination of data for demon-

strating the results were 250. There are 50 Leaders and 250 employees means in a
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branch 1:5 ration is taken 5 subordinates is under 1 Leader .Leader evaluate him-

self in questionnaire of Psychopathic Leadership and employee fill variables of job

disengagement, power distance and abusive supervision. The discarded question-

naires out of 296 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. There were 50 questionnaires filled

by Leaders and 250 questionnaires from the subordinates of banking sector. So,

we had a total response of 71.42

3.4 Operationalization of Variables

During the conduction any research operationalization of the variables is very

essential. It provide appropriate sense of meanings to the variables, the variables

have been operationalized as follows:

3.4.1 Psychopathic Leadership

This scale adopted from Psychopathy Scale SRP-III; (Williams et al., 2003). The

participants will rank their answers on 5 likert-scale from 1= strongly disagree 5=

strongly agree. The measures were adapted from previous studies. The psychopa-

thy was based on 15 items adapted from Psychopathy. It initiated with a pool

of items designed to circumscribe the classic conceptions of the Dark Triad con-

structs. In particular, we ensured that psychopathy was represented by items tap-

ping erratic lifestyle, callous affect, manipulation, and antisocial behavior. There

are 5 items are come under the heading of Antisocial behavior,3 come under the

heading of Erratic lifestyle,7 comes under Callous effect and 3 under short term

manipulation.

Items include Get revenge authority, Avoid dangerous situation, Thrill seeker,

Payback, I’m out of control, Family proud, Grab thing while opportunity, True I

can nasty, Get angry, Hate movies of blood & guts, Mess with me always regret,

trouble with law, Say anything to get what I want, feeling guilty, pick on losers.
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There are four reverse coded questionnaires. question no 2,6,12 and 14 are reverse

coded questions.

3.4.2 Abusive Supervision

The scale ranges from 1-5 cannot remember him/her ever using this behavior, sel-

dom uses this behavior, occasionally uses this behavior, uses this behavior mod-

erately, behavior very often.

Source: Tepper, Bennett consequences of abusive supervision. Academy of man-

agement journal 43, no.2 (2000):178-190.

Items include Ridicules me, thoughts are stupid, Gives silent treatment, Puts

down, Invades privacy, Reminds of past mistakes and failures, Doesn’t give credit,

Blames to save himself, Break promises, Expresses anger, Makes negative com-

ments, Is rude, Does not allow to interact, Tell I’m incompetent, Lies.

3.4.3 Power Distance

The answers will be got through 5 point Likert scale ranging from 1= strongly

disagree 5= Strongly Agree.

Source: (Bochner and Hesketh, 1994). Journal of cross-cultural psychology, 25,233-

257. Items include establishing rank in society, deserve salary increase, better off

not questioning decision, Communication with superior. There are four reverse

coded questions. .

3.4.4 Job Disengagement

The responses will be obtained through 5 point Likert scale ranging from 1=

strongly disagree 5= Strongly Agree.

Source: (Demerouti et al., 2010).

Items include find interesting aspects in work, talk about my work negative way,

job almost mechanically, my work to be a positive challenge, disconnected from
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work, i feel sickened by work task, only type of work that can imagine, more

engaged in my work. There are four reverse coded questions that are no 2, 3, 5

and 6.

3.5 Sample Characteristics

The demographics considered in this study are; Leader age and employee’s age,

Leader dynamic experience in the organizations and employee’s dynamic experi-

ence in organizations, manager’s gender and subordinate gender and manager’s

qualification and employees qualification. As it was a dyadic relationship, two

different questionnaires were made; one to be complete by the Branch Manager

only and one to be complete by the subordinate only.

3.6 Data Analysis Technique

Simple descriptive analysis was conducted on SPSS 21.0.To obtain the results for

the current research, Partial Least Square-Structural Equation Modeling (PLS-

SEM) analysis was run to examine the data. SMART PLS is a soft modeling

method to SEM with minimal suppositions about data circulation is used for

model testing.

PLS-SEM is an appropriate statistical technique in the situation where availability

of sample size is small, applications have little available theory and or not sure the

correct model specification (Hair et al., 2010). PLS-SEM was used because it is

considered as a good for theory building and provides high degree of flexibility to

test mediation and moderation relationship in a single model, allowing using mul-

tiple predictors and criterion variables. The main advantage of PLS-SEM is that

on the bases of results amendments and perfections are made which consolidates

the design progressively. Complex exploratory situations can be handled better

by using PLS-SEM rather than other statistical methods (Richter et al., 2016).
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Results and Findings

4.1 Introduction

The core determination of this chapter is to provide the analysis of study which

includes descriptive statistics of reliability and validity, including outcomes of the

hypotheses tests. Findings were drawn on the basis of analysis of data collected

from banking sectors employees. In this chapter following sections discusses the

details regarding descriptive analysis were discussed in first section; second section

contain the inferential statistics including reliability and validity analysis which

highlights the goodness of measurement scales; last section illustrated the results

of hypotheses testing, coefficient determination.

4.2 Description of Sample Characteristics

The demographics considered in this study are; manager’s age and employee’s age,

manager’s dynamic experience in the organizations and employee’s dynamic expe-

rience in organizations, manager’s gender and employee’s gender and manager’s

qualification and employees qualification. As it was a dyadic association, two dif-

ferent questionnaires were made; one to be complete by the Branch Manager only

and one to be completed by the employees only.

43
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4.2.1 Age

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

feel uncomfortable to disclose openly. So, for the convenience of respondent limit

of age arrange in systematize way to collect information about the ages of the

participants.

Table 4.1: Frequency by Age

Age Frequency Percent

18-25 91 36.2

26-33 106 42.4

34-41 20 8

42 - 49 33 13.2

Total 250 100

It has been shown in Table 4.1, that majority of the participants were having

age between the ranges of 26-33, 36.2% of participants were having age ranging

among 18-25, and 8.0% respondents were having age ranging between 34-41, and

13.2% of participants were having age ranging among 42- 49.

4.2.2 Experience

Again to gather evidence about the experience of the participants, different ranges

of experience time period were developed so that every respondent can easily sport

out the specific tenure of their experience in the relevant field of projects.

Table 4.2: Frequency by Experience

Experience Frequency Percent

01-May 108 43.2
06-Nov 60 24
Dec-17 55 22
18-23 17 6.8
24-29 10 4
Total 250 100
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It can be seen from the Table 4.2 that maximum of the participants were having

an experience ranging between 01-05 years, which depicts that 24% respondents

were having experience between the range 06-11 years, 22% respondents were hav-

ing experience ranging among 12-17 years, 17% participants were own experience

categorize between 18-23 years and 4% participants were own experience ranging

among 24-29 years.

4.2.3 Gender

Gender is an element which remains in highlights for the purpose to maintain gen-

der equality, so it is also considered as the important element of the demographics

because it distinguishes among male and female in a particular population sample.

In this study, it has been tried to make sure the privilege of gender equality but

still it has been observed that ratio of male mangers is considerably greater than

the ratio of female mangers.

Table 4.3: Frequency by Gender

Gender Frequency Percent

Male 184 73.6

Female 66 26.4

Total 250 100

Table 4.3. depicts the ratio of male and female respondents. As we can see

majority of the respondents were male, which shows that 73.6% the participants

were male and 26.4% respondents were female.

4.2.4 Qualification

Education is the major element which contributes towards the prosperity of the

whole Nation and it is also the basic need of the hour to compete globally. Hence

after gender, qualification/education is another vital dimension of the demograph-

ics. Education opens up many new and unique paths for success and creativity in
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order to gain competitive advantage amongst all the other countries around the

globe. Probably education plays an important role in demonstrating creativity and

innovation in project tasks by facilitating the effective knowledge management.

Table 4.4: Frequency by Qualification

Qualification Frequency Percent

Matric 0 0

Bachelor 113 39.51

Master 87 30.41

MS/M.Phil. 86 30.06

PhD 0 0

Total 250 100

It has been shown in Table 4.4, that most of the respondents were having qual-

ification of Bachelor, which comprises 39.51% of the total respondents chosen

as the true representative sample of the whole population. 30.41% respondents

were having qualification of MS/M.Phil., 30.06% of the respondents were having

qualification of Masters and 0% of the respondents were PhD amongst the 250

respondents.

4.3 Evaluation of PLS-SEM Results

In chapter three it was mentioned that all the items used in this research were

adapted from earlier researches. The reliability and validity of the construct mea-

sures were also evaluated in this study. Regarding factor analysis of measures, the

outer model infers the uni-dimensionality of the variables which were considered

in current study. To assess the external model (measurement model) and internal

model (structural model) PLS-SEM was used in this study. To examine the re-

sults of direct, mediating and moderating effects of the study PLS-SEM was used.

Results were obtained by using Smart PLS version 3.0 (Ringle et al., 2015).
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4.3.1 The Measurement Model

In PLS-SEM analysis the first step is the valuation of the measurement model

(outer model). The outer model concern with the measurement of the component,

which determines how well the items load theoretically and associate with respec-

tive constructs. To confirm that the survey items measured the constructs which

they were designed to measure, the examination of the outer model is carried out,

thus, confirming that they are reliable and valid.

In PLS-SEM analysis, reliability and validity are two key criteria which are con-

sidered to assess the outer model (Tenenhaus et al., 2005). The reliability and

validity of the measures are the basis to conclude the nature of the association

among constructs (inner model).

Considering the following points the appropriateness of calculated model can be

assessed: (1) reliabilities of individual item, i.e. items reliability and internal

consistency are measured by means of composite reliability (CR); (2) by using

average variance extracted (AVE) convergent validity of the measures related with

different constructs were measured; and (3) discriminant validity using Fornell-

Larcker criterion and the indicator’s outer loadings were also measured (Roh et al.,

2015). Therefore, to measure the internal consistency and reliability, CR & AVE

was examined.

In the below Table 4.5, Unlike Cronbach’s alpha, CR does not suppose an equal

indicator loading of construct. CR varied between 0 and 1; the threshold value

should not be lesser than 0.60 but value 0.70 and above is more desirable. The

value of CR between 0.60 and 0.70 indicates average internal consistency, while

value among 0.70 and 0.90 is regarded as more adequate (Ginat, 2017).

The CR and Cronbach’s alpha values for all the constructs were inspected in the

present study, and the results are mentioned in table 4.6 and 4.7 showing that all

Cronbach’s alpha values and CR values respectively exceeded the suggested thresh-

old value of 0.70 (Henseler and Sarstedt, 2013). Hence, in this study the values

of CR ranges from 0.846 to 0.991, representing the reliability of the measurement

model.
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Table 4.5: Reliability, Convergent Validity and Loadings Values

Variables Item loadings Discriminant
Validity

JD JD1 0.767 YES
JD4 0.87
JD7 0.716
PD PD2 0.961 YES
PD4 0.954
PSY PSY10 0.949 YES
PSY13 0.815
PSY15 0.885
SUP SUP1 0.749 YES
SUP10 0.736
SUP11 0.8
SUP12 0.79
SUP13 0.84
SUP14 0.818
SUP15 0.789
SUP2 0.756
SUP3 0.784
SUP4 0.918
SUP5 0.853
SUP6 0.769
SUP8 0.84
SUP9 0.77

Note: JD =job disengagement, Pd = power distance, Psy =psychopathy, Sup=

abusive supervision CR= Composite Reliability, AVE= Average Variance Ex-

tracted.

Table 4.6: Cronbach’s Alpha

Variables Cronbach’sAlpha

Job Disengagement 0.706

Power Distance 0.91

Psychopathy 0.862

Abusive Supervision 0.957

The afterward phase is convergent validity, which states to the level to which

measures of the similar constructs that are theoretically linked to each other are
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connected.

Table 4.7: Composite Reliability

Variables Composite Reliability

Job Disengagement 0.829

Power Distance 0.957

Psychopathy 0.915

Abusive Supervision 0.961

With respects to detecting an element of convergence in the measurements of the

construct, AVE is used with a threshold value of 0.50 and above. AVE value

of 0.50 indicates adequate convergent validity (Hans et al., 2015). In this study,

convergent validity was evaluated by investigative AVE values. Results in Table

4.8 displays that the AVE value of all the constructs exceed the threshold value of

0.50. The result reveals that AVE values ranges from 0.620 to 0.917; so it can be

accomplish that convergent validity is established.

Table 4.8: Average Variance Extracted

Variables Average Variance Extracted

Job Disengagement 0.62

Power Distance 0.917

Psychopathy 0.784

Abusive Supervision 0.641

Then, discriminant validity was measured, which take interest with the degree to

which one construct is in fact dissimilar from another construct. The best con-

ventional method in evaluating discriminant validity is Fornell-Larcker standard.

Others comprise cross-loading investigation technique, which is considered more

liberal, since it is expected to have more constructs displaying discriminant validity

(Soto-Acosta et al., 2017).
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4.3.2 Discriminant Validity

Although the value of the square root of AVE of each construct is greater than the

construct’s maximum correlation with any other latent construct then discriminant

validity is recognized (Gye-Soo, 2016). Hence, table 4.9 below reported the results

of Fornell-Larcker Criterion valuation with the square root of the constructs. The

square root of AVE in bold is larger than its highest construct’s correlation with

any other constructs. Therefore, it is established that discriminant validity of the

construct is recognized.

Table 4.9: Discriminant Validity

Variables PD SUP JD PSY

PD 0.958

SUP 0.534 0.801

JD -0.201 -0.235 0.787

PSY 0.35 0.529 -0.518 0.885

Note. The bold values indicates square root of the Average Variance Extracted

(AVE) Jd= job disengagement, Pd= power distance, Psy=psychopathy, Sup=

abusive supervision. The bold values of outer loading in Table 4.10, below ex-

ceed from the suggested threshold 0.5, which presenting acceptable contribution

of the indicators to allocated constructs. By investigating the items outer loadings

discriminant validity can be assessed.

If the item outer loading on a construct exhibits higher values than all its cross-

loading with other items discriminant validity can be established. Therefore, in

table 4.10 the loadings are higher than 0.5 and no additional indicator has loading

moreover it aims to calculate, which indicates the absence of discriminant validity

problem (Urbach et al., 2010).

The below Table: 4.10, shows the results of measurement model shows satis-

factory evidence of validity and reliability. Outer model (measurement model)

valuation has been carry on because the original framework of the study based
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on the results found in literature, so there is a need to revise and modify the

framework. Due to this, 18 indicators were deleted out of 42 in the investigation

of outer model as their outer loading were not met the recommended threshold

level which is higher than 0.5 is met (Wixom and Watson, 2001).

Table 4.10: Factor Loading and Cross Loading

items PD SUP JD PSY

JD1 0.767

JD4 0.87

JD7 0.717

PD2 0.961

PD4 0.954

PSY10 0.949

PSY13 0.815

PSY14 0.818

PSY15 0.886

SUP1 0.749

SUP10 0.736

SUP11 0.8

SUP12 0.79

SUP13 0.82

SUP14 0.818

SUP15 0.789

SUP2 0.756

SUP3 0.784

SUP4 0.918

SUP5 0.853

SUP6 0.769

SUP8 0.84

SUP9 0.77
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Figure 4.1: Measurement Model PLS-SEM Algorithm
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Figure 4.2: Measurement Model PLS-SEM Bootstrapping
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4.3.3 The Structural Model

Once the reliability and validity of the measurement model are recognized, the

afterward phase was to assess the inner model (structural model) consequences.

Inner model involved in assessing the outer model’s predictive capabilities and the

associations among the constructs. Firstly, collinearity should be inspected before

evaluating the structural model (Sarstedt et al., 2014). In Table 4.11 the VIF

results are shown, the values of VIF are clearly below the threshold of 5. Hence,

it is established that further analysis should be carried out because there is no

collinearity problem in the forecaster constructs in the structural model.

Table 4.11: Collinearity Statistics (VIF)

CONSTRUCTS JD

JD -

PD 1.139

PSY 1.369

SUP 1.369

Note: JD=Job disengagement, PD=power distance, PSY=psychopathic leader-

ship, SUP=abusive supervision

4.3.3.1 Direct Relationships

The next phase afterward approving the nonexistence for collinearity issue was to

evaluate the structural model. To deliver a thorough image of the results and to

measure hypotheses of present study a systematic model examine the structural

model was carried out. The evaluation of the inner model begins with an inspec-

tion of the direct associations among the psychopathic leadership (independent

variable) and job disengagement (dependent variable). Through the PLS-SEM
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Algorithm in Smart PLS 3.0, the size of the path coefficients was examined, and

through PLS-SEM bootstrapping technique the significance of the association was

inspected.

In lots of cases, the original sum of cases was used, and 5,000 were used as boot-

strapping samples (Stouten, 2010). The analysis of the direct association among

the independent variable and the dependent variable (H1) was concentrate in first

model. A mediating variable was present in the second model, and analysis of the

association among the independent variable psychopathic leadership and the me-

diator which is abusive supervision was carried out. Then, the association among

abusive supervision and job disengagement has also been examined (H2 to H3).

In addition to the second model, the mediation examination took place, where H4

was examined. The moderator (power distance) was introduced in the last model

where its association and interaction effects were inspected, which took care of H5.

Figure 4.3: PLS-SEM Algorithm Direct Relationship

Figure 4.4: PLS-SEM Bootstrapping Direct Relationship
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On the foundation of PLS-SEM algorithm and bootstrapping process consequences

as mentioned above, Figure 4.3 shows the path coefficient of the psychopathic

leadership and job disengagement. The outcome illustrated that the independent

variable (PSY) has a positive influence over the dependent variable (JD).

The outcome of PLS-SEM bootstrapping in Figure 4.4 revealed that the associa-

tion among the PSY and the JD is significant at p<.001. Table 4.12 presents the

path coefficient, t-statistics and p-value.

The outcome proposes that there is a significant association among PSY and JD

of subordinates with respect to H1 (β=0.439; t=9.162; p<.001); therefore, H1 is

supported.

Table 4.12: Result of Hypothesis Testing (Direct Relationship)

Hypothesis/Path
Path Standard T P-

Decision
coefficient Error statistics value

H1 PSY -> JD -0.52 0.0057 9.162 0.000 SUPPORTED

Note: JD=job disengagement

PD=, power distance

PSY=psychopathic leadership

SUP= Abusive supervision

4.3.3.2 Mediation Test (Indirect Model)

The mediating variable was presented in the second model, and the linkage among

PSY and SUP, moreover SUP and JD, were calculated. The path coefficients

among PSY and SUP are negative as presented below in Figure 4.5. As well, the

path coefficient among abusive supervision and JD is also negative.

In Fig. 4.6 the bootstrapping results found which shows the association is signifi-

cant with a negative coefficient at p<.05.
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Figure 4.5: PLS-SEM Algorithm Mediation (Indirect Relationship)



R
esu

lts
58

Figure 4.6: PLS-SEM Bootstrapping Mediation (Indirect Relationship)
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The indirect effect of the exogenous variable on the endogenous variable through

an intervening variable is measured in mediation investigated. There are several

methods for evaluating mediation, which comprise: Causal steps strategy that

states the four conditions of Baron and Kenny (Nguni et al., 2006), the product of

coefficient way or Sobel test (Tavakoli, 2013); circulation of the product method

(MacKinnon and Cox, 2012).

However, the bootstrapping is the most recent mediation analysis approach, where

an empirical illustration of the spreading of the sample of the indirect effect is

generated by using bootstrapping (Stouten, 2010).

Sattler et al. (2010) suggested bootstrapping method over other methods for verify

the significance of mediation. Therefore, this research verified the mediating role

of abusive supervision among psychopathic leadership and job disengagement.

The bootstrapping technique used 5,000 sub-samples. When incorporating the

abusive supervision as mediator figure 4.5 showed the PLS-SEM algorithm; and

Figure 4.6 shows the PLS-SEM bootstrapping. Subsequently presence of the me-

diating construct, i.e. abusive supervision in model 2, the bootstrapping result of

5,000 subsamples was used to multiply path a and path b.

To get the t-value, the product of the two significant paths (path a & path b)

was divided by the product of the standard error of two paths (a*b/Sab). Table

4.13 displays that abusive supervision mediate the connection among psychopathic

leadership and job disengagement (β=0.028; t=3.498; p<0.001).

Table 4.13: Result of Hypothesis Testing (Mediation Test)

Hypothesis/ Path Standard T- P- Decision

path coefficient error Statistics value

H2 PSY-> SUP 0.529 0.065 8.199 0.000 Supported

H3 SUP->JD -0.008 0.065 0.130 0.897 Rejected

H4 PSY->SUP-

>JD

0.028 0.008 3.498 0.000 Supported

Note: JD=job disengagement
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PD=, power distance

PSY=psychopathic leadership

SUP= Abusive supervision.

4.3.3.3 Moderation Test (Indirect Model)

To test the moderation, initially only the key effects of the exogenous variable on

the endogenous variable was examined; secondly, the main effect of the indepen-

dent variable containing the moderator on the dependent variable was analyzed;

and at the end, interaction term was introduced.

To reflect the latent interaction the product of the indicators of the variables is

used (May-Chiun et al., 2016). Hence, if the interaction term are significant then

the moderating effect exist (Horita et al., 2016).

The moderation model in Figure 4.7 and Figure 4.8 tests about the valuation of

SUP, from PSY can be improved when power distance as a moderating variable

turn into significant or not.

Figure 4.7 gives the path assessment when the moderating variable is comprised as

mediator variable and it shows that the path coefficient of SUP to PSY is positive.

Similarly, Figure 4.8 indicates a significant relationship between abusive supervi-

sion and psychopathic leadership (β=0.401; t=5.556; p<0.000).the t value is 5.556

and p value is lesser than 0.000 its means that the moderation test is in acceptable

range its t value is greater than 1.96.Power distance that is moderating variable

values shows indirect model is existing.

Therefore, it is established that power distance has a positive influence on Leader

Abusive supervision and the level of R2 that is accounted for the model not pro-

gresses from 0.411 to 0.272.

the moderation test is accepted in our model it shows that the indirect model is

supported. After that moderation effect is tested to confirm either their is mod-

eration between the variables are existing or not. If their is no moderation means

power distance not moderating the relationship between psychopathic leadership

and abusive supervision.
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Figure 4.7: PLS-SEM Algorithm Moderation (Indirect Relationship)
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Figure 4.8: PLS-SEM Bootstrapping Moderation (Indirect Relationship)
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Table 4.14: Result of Hypothesis Testing (Moderation Test)

Hypothesis/ Path Standard

error

T - P - Decision

path coefficent error statistics value

PD > SUP 0.401 0.072 5.556 0 Accepted

Note: JD=job disengagement

PD=, power distance

PSY=psychopathic leadership

SUP= Abusive supervision

In conclusion, one interaction term was included. Figure 4.9 shows that there is

a significant addition in the R2 level. The only interaction term is established to

be significant as shown in Figure 4.10.

From Table 4.15 below, it is obvious that, the interaction term of sup*pd is found

to be significant (β=-0.008; t=0.130; p>0.05); therefore, H5 is Rejected.

Based on these results, it can be concluded that power distance insignificantly

moderates the association among psychopathy leadership and abusive supervision

of employees.

Note: JD=job disengagement

PD=, power distance

PSY=psychopathic leadership

SUP= Abusive supervision

Table 4.15: Result of Moderation Effect

Hypothesis/ Path Standard T - P - Decision

path coefficient error statistics value

PD*SUP

–>PSY

-0.008 0.065 0.13 0.897 Rejected
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Figure 4.9: PLS-SEM Algorithm Moderating Effect
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Figure 4.10: PLS-SEM Bootstrapping Moderating Effect
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4.4 Summary

The statistical analysis of data collected by using structured questionnaire which

was distributed to the banking sector employees of Pakistan, Islamabad and Rawal

pindi were given in this chapter. Chapter begins with the results of the descriptive

analysis of characteristics of respondents. After that, the assessment of measure-

ment model which includes reliability, Cronbach’s alpha, composite reliability,

convergent validity (AVE) and Fornell Larcker test (VIF); and then, structural

equation model was evaluated. For the valuation of the outer and inner model via

PLS-SEM by using software package SmartPLS 3.0 developed by (Ringle et al.,

2015) was used.

Table 4.16: Summary of Hypotheses Testing

Hypothesis/ Path Standard T- P- Decision
path coefficient error Statistics Value

H1 PSY-> JD -0.520 0.057 9.162 0.000 SUPPORTED
H2 PSY-> SUP 0.529 0.065 8.199 0.000 SUPPORTED
H3 SUP->JD -0.008 0.065 0.130 0.897 REJECTED
H4 PSY->SUP-
>JD

0.028 0.008 3.498 0.000 SUPPORTED

H5 PD-> SUP -0.008 0.065 0.130 0.897 REJECTED

Note: JD=job disengagement, PD=, power distance, PSY=psychopathic leader-

ship, SUP= Abusive supervision.



Chapter 5

Discussions, Conclusions and

Recommendations

5.1 Introduction

In this chapter includes discussions on research hypothesis based on research objec-

tives. In addition chapter includes implications of the study regarding theoretical

and practical perspective and future directions for the further studies. At the end

the limitations of the study are stated.

5.2 Discussions

Generally the determination of existing study was to examine the relationship of

Psychopathic leadership and JD. The specific determination of this research was to

investigate the mediating role of Abusive supervision and moderating role of power

distance on the association among psychopathic leadership and JD. In this section

first part discussed about the direct influence of Psychopathic leadership on JD of

subordinates and secondly indirect relationship were discussed. With the present

study, we examined psychopathy as a personality trait of leaders (Lynam and

Miller, 2015) with a trait activation theory lens (Tett et al., 2013b). We verified

67
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the idea that high psychopathy in Leader is related with distressed employees

associations and thus low employee job engagement (Rock et al., 2011).

We establish that the predatory orientation of Leader psychopathy activate abusive

supervision, which fully mediated the associations with subordinate ratings of job

engagement.

5.2.1 Main Effects

The research questions in the meaning of direct relationship of variables are dis-

cussed in this section. Three direct relationships examined in this study that was;

relationship between PSY and JD, relationship between PSY and SUP, and at last

the relationship between abusive supervision and JD.

5.2.1.1 Psychopathic Leadership and Job Disengagement

The results of correlation examination show that psychopathic leadership and em-

ployee job disengagement are positively correlated with each other. The regression

analysis specifies that psychopathic leadership is a positively significant factor of

subordinate job disengagement. The results of the study have turned out to be

consistent with former studies. Mathieu et al., found that psychopathic leadership

had a significant effect on employee job disengagement. Psychopathic trait are a

potent underlying issue for many of the divergent interactive behaviors exhibited

by dysfunctional leaders, and a cause of significant psychological distress lower job

engagement (Babiak and Hare, 2006). Psychopathic leadership also contributes

to work family conflicts, which in turn strongly linked to higher psychological

suffering and lower job gratification and higher level of job disengagement. The

respondents of the present study are working in different Banking sector organi-

zations in Pakistan. In Pakistan the organizations mostly prefer to follow bureau-

cratic structures. Bureaucratic structure is highly formalized involving strict rules

and regulations, and the leader is conscious about following procedures. In such

strict environment, employees perceive the behavior of their leaders unethical and

negative. In response they show job disengagement (Hodson, 2004).
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Literature provides evidence that psychopathic leadership adversely affects em-

ployees’ productivity, their sense of autonomy, responsibility and achievement

which lead them to self-estrangement from work and these employees will not

perform their duties with full devotion. Employees will not be able to perform

tasks according to their competencies and skills which will reduce their involve-

ment in work, deteriorate trust, increase anxiety, and damage performance they

lower engagement.

In sum, the dark sides of leadership and followership are a natural part of an

organizational reality that many subordinate face day in and day out. The result

presented will be fruitful to explain consequences of dark side leader behaviors and

how subordinates respond to them. Results provide strong support for acceptance

of 1st hypothesis of the study.

5.2.1.2 Psychopathic Leadership and Abusive Supervision

The second objective was to examine the influence of psychopathic leadership over

abusive supervision. In the study psychopathic leadership hypothesized is found

to have a significant impact over abusive supervision. In the previous chapter the

result of figure 4.5 and 4.6 showed empirical evidence in the favor of this hypothesis.

Consequences presented that there is an inverse but significant association among

psychopathic leadership and abusive supervision. Findings of the study exhibits

that psychopathic leadership plays a significant role to mitigate the level of abusive

supervision.

The results are consistent with the idea of Trait activation theory which explains

that the relationship between leadership behavior and abusive supervision. Psy-

chopathy is trait that trigger situation that is abusive supervision. Traits are

expressed in work behaviors as response to trait relevant situational cues. Trait

relevant cues can be initiated at different levels, namely task, social and organiza-

tional. Finally, the conclusions of the current research are consistent with the past

researches (Harris et al., 2010; Thompson Coon et al., 2011; Mathieu and Babiak,

2016; Schyns and Schilling, 2013).
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5.2.1.3 Abusive Supervision and Job Disengagement

This section include the discussion about the third research objective which was

stated that what is the influence of abusive supervision over job disengagement

of subordinates and hypothesized that abusive supervision has an insignificant

impact over the JD of employees. The result reported in previous chapter provides

the rejected evidences for this hypothesis. The findings of the study indicated

insignificant relationship between abusive supervision and JD.

5.2.2 Indirect Effects

In this section, the findings related to the indirect relationship are discussed, firstly

discussion includes the mediating role of abusive supervision in the association

among Psychopathic leadership and JD; and secondly, the moderating role of

power distance over the association among psychopathic leadership and abusive

supervision.

5.2.2.1 Mediating Role of Abusive Supervision on Psychopathic

Leadership and Job Disengagement

By following the fourth question of the present study, which hypothesized that

abusive supervision mediates between psychopathic leadership and JD. The results

are demonstrated in table 4.13 in the previous chapter and are in the support for

fourth hypothesis, i.e. abusive supervision mediates between psychopathic lead-

ership and JD. Finally, it was found that abusive supervision mediates between

psychopathic leadership and JD fully as well as partially. The results of the current

research are essential because it clarify the understanding in the context to trait

activation theory that how psychopathic leadership is related to JD. Based on Trait

activation theory, when come up against a situation with constant victimization,

subordinates react with altered emotional responses based on their precise per-

sonality traits. The situations are mask underlying traits that influence employee

behavior that is job disengagement (Tett et al., 2013b). Psychopathic leadership

in Leader is linked with troubled subordinate relationships and consequently low
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job engagement. As psychopathic leadership that is trait is trigger situation that

is abusive supervision and behavioral expression of trait that is disengagement in

response of abusive supervision.

The mediating role of abusive supervision shows the indirect impact of organiza-

tional leadership on JD which supports the mechanism of partial mediation. There

are few studies were examined to analyze the association among psychopathic lead-

ership and JD with the inclusion of mediator such as psychological safety (Erkutlu

and Chafra, 2019), leadership styles (Blickle et al., 2018).

Present study provides evidences in order to extend the work of previous studies

that abusive supervision could also mediate the impact of psychopathic leadership

on JD. Finally the conclusions of the current research provides empirical evidence

to the literature on the relationship between psychopathic leadership and JD that

abusive supervision as a mediator somehow can show partial mediating mechanism

between psychopathic leadership and JD.

5.2.2.2 Moderating Role of Power Distance

With the meaning of fifth objective of the present study which hypothesized that

power distance moderates the association among psychopathic leadership and JD.

The results reported in table 4.14 and 4.15 in the previous chapter provided hy-

potheses that the direct association is significant but moderation effect is negative.

PD is not moderated between abusive supervision and Psychopathic leadership.

In most of the studies either the mediating effect or the moderating effect sep-

arately has been examined on the relationship between psychopathic leadership

or JD, however, in literature less attention was given by the researchers over the

mediation- moderated model in the relationship between psychopathic leadership

and JD especially in the banking sector.
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5.3 Implications

Several theoretical and practical implications are suggested on the basis of present

result of the present study. In the first part theoretical implications have been

discussed and managerial implications have also been discussed in the second part.

5.3.1 Theoretical Implications

From the present result of the study it can be stated that the existing study

has a greater contribution to enhance the existing body knowledge in the field of

JD. Findings of previous studies were extended with the addition of findings of

present study. Initially to examine the relationship of psychopathic leadership and

JD banking sector of Pakistan was used which provides a stronger viewpoint in

the literature on JD. An adequate strength of past researches in western context

was conducted to examine the relationship between psychopathic leadership and

JD.

The findings of the present study exhibits that despite western cultural, leadership

affects JD of employees in Asian culture context as well. As mentioned previously,

that researchers have not paid any attention for investigating the mediating ef-

fects of abusive supervision between psychopathic leadership and JD in a single

study. Researcher gave an adequate attention to examine the direct influence of

psychopathic leadership on engagement; and same as the direct impact of abu-

sive supervision on JD. The findings of the present study reveal some pragmatic

confirmation about the indirect relationship between psychopathic leadership and

JD, via.

Mediating role of abusive supervision in the banking industry. The results of

present study demonstrated that in employee’s JD, abusive supervision plays a

mediating role in the negative influence of organizational leadership over JD. It is

also found that abusive supervision causes low level of employee’s willingness to

perform their job. Although, several local studies were conducted to contribute to

the JD literature through examining the antecedents of JD (Banihani and Syed,
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2017). However, the indirect impacts of psychopathic leadership on JD of em-

ployee’s with examining the mediating role of abusive supervision and moderating

role of power distance taken one step forward to the literature of JD. The findings

of the present research provide empirical evidences to the mediating and moder-

ating influences on the relationship of psychopathic leadership and JD.

5.3.2 Practical Implications

Current research has several practical implications which provide good suggestions

for the organizations. This study will assist for potential researchers, policy makers

and managers. It will provide helpful mechanism to organizations to handle with

job disengagement among employees due to psychopathic leadership as now days

employees’ less engage is a prime outcome of negative behavior of leaders for

organizations. This study organization will be able to know the reasons of this

problem. Employees and employer relationships are given importance in these days

so this study will help organizations to make healthy and supportive relationship.

Present study will help policy makers to deal with these destructive problems of

Psychopathic leadership and job disengagement. With help of this study they

can hire such leaders who have supportive and friendly nature and who have the

ability to influence and inspire their employees. Because helping and friendly

natured leader have the ability to make their subordinates more engage. This

study will help policy makers to make flexible and healthy environment where

employees have the freedom and autonomy to perform their jobs properly so their

commitment level will increase. So policy makers can get benefits from this study

in hiring and selection of their workforce especially leaders.

An aim of this paper is to examine cases in history where Psychopaths working

in business, or psychopaths as they have now come to be called, may be evident.

Furthermore, this can contribute to the debate among psychologists and manage-

ment researchers as to whether organizations should screen for psychopathy among

senior managers so that the worst excess can be avoided through careful manage-

ment these individuals. Study focus on the role of leader dark triad personality
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traits and dark leadership could increase our understanding of the complex field

of leadership study, which for long time has only been fascinated of “good” and

“idealized” leadership behavior.

This study will help future researcher to further work on this model. Researcher

could take support from present study to work on these concepts. Researcher

could even further work on other dimensions of culture. The model can be studied

with different dimension of culture like individualism /collectivism can generate

the different results. Next section will discuss the limitations and future directions

of the study.

From the practical perspective, the findings of the present study demonstrated

that psychopathic leadership has a capability to influence employee’s behavior

to perform the work which is not a part of an official job or beyond the official

job functions. The willingness of banking sector employees are more to work

hard, beyond the expectations of any reward, such as staying after off timing to

complete the work, helping their colleagues who have heavy workload etc. For the

top management of banks, conclusions of the current research provide Guidelines

to develop the training programs for effective leadership. However, to enhance

the leadership effectiveness that how to motivate employees to perform the work

beyond the official calls, provision of training to bank leaders is an important step.

For the association of banks in Pakistan, the findings of the present study provide

the practical implications in order to prevent the job disengagement.

Organizations should also discourage the psychopathic leadership of leaders. The

organizations should play their role in rectifying organizational processes. The

leaders should also be encouraged to promote ethical and justice climate at work-

place. The leaders are the representative of organization; they should be guided

to fulfill the organizational obligation in contract. It will motivate the employees

to play their role effectively. Though organizations know the cost associated with

the psychopathic leadership, but they are unable to properly assess the situation.

Therefore, it is suggested that organization should hire competent managers, and

introduce continuous training programs for managers and leaders. It will help

them to treat their subordinates in an effective manner, and the subordinate will
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also rarely involve in negative practices like workplace deviant behavior, moral

disengagement, and job disengagement.

Our findings also have practical implications with regard to selecting personnel

and coaching. First, it is substantial to note that in the United States and many

other countries it is illegal for firms to segregate against employees on the basis of

a disability. Psychopathy personality, yet has never been classified as a chaos.in

this manner, assimilate psychopathy evaluation tool into the selection measure

commonly does not clash with legal adjustments (Wu and Lebreton, 2011). Second

the higher level of psychopathy with abusive supervision ,the more dangerous it

is for the organization to appoint such an employee. So, if organization look for

candidates for managerial job, they are well considered to preferred candidate with

low level overall psychopathy because the higher the level of overall psychopathy

,the stronger the tendency for management derailment will probably be (Hogan

and Hogan, 2001). In light of these conditions, we notice that this research stimulus

carry on study on situational activators and restriction of psychopathy at work.

5.4 Limitations and Recommendations for

Future Research

The first limitation which is considered is the cross-sectional type of the research,

in which data is collected at the specific time given to the respondents to give

their opinion. Cross-sectional nature of study prohibits establishing a causal re-

lationship between variables because data is collected at one point within a short

period of time. In view of these restrictions, for future studies this study suggests

to design longitudinal research for testing the causality of variables.

Secondly, in this research all the variables calculated as a uni-dimensionally. Thus,

the future studies can investigate by observing at the dimensions that how they

entirely affect the association of Psychopathic leadership and JD. Multi dimension-

ality of constructs would provide an in-depth understanding of the nature of the



Discussions, Conclusions and Recommendations 76

relationship. Hence, this research recommends that farther study should examine

multidimensionality of the variables.

The underlined study has some reservations, which includes the limitations of the

sample size of the study. It exposes only Banking sector with the sample of 250

respondents. Different sectors may possibly have different results and the increase

of the sample size can strengthen the soundness of the analysis.

Lastly, the present study was carried out in only in banks of Islamabad and Rawal

pindi. So with in the specific context which might limit to generalize the results on

other industries. Therefore, to enhance the generalizability future researches need

to extend the research to non-financial organizations. Moreover, the researcher

has not direct approach to individual employees which may also limit the gener-

alizability of the results. Although, there is a bank policy that researchers do not

approach directly the employees in order to collect information or data, however,

in future if researchers become able to have a direct approach with the employees

may help to make the results more generalizable.

5.5 Future Research

Limitations of the research can be used as future directions.

Investigating the dark triad in the content of leadership is a nascent field. The

current research tried to overwhelmed and eliminate present errors in all aspects

but still it has some degree of boundaries that must be well-thought-out and useful

in future.

1. The findings of the research can be generalized on other sectors of Pakistan

since change of sector could change the results of the proposed model.

2. By adding other mediator like negative affectivity etc. result can be different.

3. Further researcher can initiate the comparison between two separate demo-

graphics that would change the strength of the results.
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5.6 Conclusions

The research objectives of the present study that were stated in the first chapter

have discussed the research objectives in this chapter. In literature the gaps were

highlighted concerning with the relationship between psychopathic leadership and

JD that were arisen in the literature of JD. In the current study, the gaps of past

studies were presented which advances the previous researches, such as: (1) the

inclusion of abusive supervision as mediator that intervene between psychopathic

leadership and JD, (2) inclusion of power distance as a moderators on the associa-

tion among psychopathic leadership and JD, (3) certain sources of power distance

which has moderating power, and (4) the use of the mediator and moderator in a

single model.

As a whole, by means of the method of PLS-SEM to determine the whole influ-

ence of psychopathic leadership behavior on JD, current research made a signifi-

cant contribution to the JD literature. An inclusive exploration of the effects of

organizational leadership on JD is established through PLS-SEM data investiga-

tion method. This research has emphasized few stimulating conclusions. Firstly,

findings of the research disclose that Abusive supervision mediates between Psy-

chopathic leadership and JD and give a basis for future research to investigate

the relationship between psychopathic leadership and JD with the inclusion of

situation as abusive supervision as a mediator.

Secondly, power distance as a moderator is introduced which revealed that it

doesn’t moderate the relationships between psychopathic leadership and JD in

banking industries of Pakistan. The conclusions of the current study open a vac-

uum for future research to inspect other ways and means of support. Lastly,

the whole research offers the broadest valuation of the association among all the

variables which were measured in the existing study.
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Appendix-A

Questionnaire

Dear Respondent,

My name is Bushra Hameed. As a MS research scholar at capital University of

science and technology, Islamabad, I am conducting a study on circumstances that

leads to job disengagement. I would like to request you to please fill out survey

which is attach to this cover letter. The survey will not take more than 15 minutes.

The data collected in this study will be kept confidential and anonymous. All the

findings will be reported in aggregate form and will only be used in academic

purpose .you may contact me at mc060200599@vu.edu.pk for any information.

Thanks a lot for your help and support!

Sincerely,

Bushra Hameed

MS (HRM) Research scholar

Faculty of Management and Social Sciences.

Capital University of Science and Technology Islamabad Pakistan.

Section: 1 Demographic of Respondent

Gender: 1- Male 2- Female

Age: 1 (18-25), 2 (26-330), 3 (34-41), 4 (42-49), 5 ( 50 and above)

Qualification: 1 (Matric), 2 (Inter), 3 (Bachelor), 4 (Master), 5 (MS/MPhil), 6 (PhD)

Experience: 1 (05-10), 2 (11-16), 3 (17-22), 4 (23-28), 5 (29-35), 6 (36 and above)
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In second section please respond to following questions and answer on scale from

scale 1-5

Where; 1= Strongly Disagree, 2= Disagree, 3=Neutral, 4= Agree, 5=

Strongly Agree

SECTION II 1 2 3 4 5

1 I like to get revenge on authorities.

2 I avoid dangerous situations.

3 I am a thrill seeker.

4 Payback needs to be quick and nasty.

5 People often say I’m out of control.

6 My family is proud of everything I do.

7 You have to grab things while the opportunity

is there.

8 It’s true that I can be nasty.

9 I get angry if someone turns down having sex

with me.

10 I hate movies where they show blood and guts.

11 People who mess with me always regret it.

12 I have never gotten into trouble with the law.

13 I’ll say anything to get what I want.

14 I’m always feeling guilty.

15 I like to pick on losers. “



Appendix-B

Dear Respondent, My name is Bushra Hameed. As a MS research scholar at

capital University of science and technology, Islamabad, I am conducting a study

on circumstances that leads to job disengagement. .I would like to request you to

please fill out survey which is attach to this cover letter. The survey will not take

more than 15 minutes. The data collected in this study will be kept confidential

and anonymous. All the findings will be reported in aggregate form and will only

be used in academic purpose .you may contact me at mc060200599@vu.edu.pk for

any information.

Thanks a lot for your help and support!

Sincerely,

Bushra Hameed

MS (HRM) Research scholar

Faculty of Management and Social Sciences

Capital University of Science and Technology Islamabad Pakistan.

SECTION I: DEMOGRAPHIC INFORMATION

SECTION II

Section: 1 Demographic of Respondent

Gender: 1- Male 2- Female

Age: 1 (18-25), 2 (26-330), 3 (34-41), 4 (42-49), 5 ( 50 and above)

Qualification: 1 (Matric), 2 (Inter), 3 (Bachelor), 4 (Master), 5 (MS/MPhil), 6 (PhD)

Experience: 1 (05-10), 2 (11-16), 3 (17-22), 4 (23-28), 5 (29-35), 6 (36 and above)
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In second section please respond the answers on scale from 1-5 Where; 1=I cannot

remember him/her ever using this behavior with me, 2= He /she very seldom

uses this behavior with me, 3=He/she occasionally uses this behavior with me,

4=he/she uses this behavior moderately often with me, 5=he/she uses this behav-

ior very often with me.

“My Supervisor” 1 2 3 4 5

1 Ridicules me

2 Tells me my thoughts are stupid

3 Gives me silent treatment

4 Puts me down in front of others

5 Invades my privacy

6 Reminds me of my past mistakes and failures

7 Doesn’t give me credit for jobs requiring a lot of

effort

8 Blames me to save himself/herself embarrassment

9 Break promises he \she makes

10 Expresses anger at me when he\she is mad for an-

other reason

11 Makes negative comments about me to others

12 Is rude to me

13 Does not allow me to interact with my coworkers

14 Tell me I’m incompetent

15 Lies to me

In the following Section III , and IV please respond on a scale 1-5 Where;

1=strongly Disagree, 2=Disagree, 3=Neutral, 4=Agree, 5=Strongly

Agree.
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SECTION III:POWER DISTANCE 1 2 3 4 5

1 There should be established ranks in society with

everyone occupying their rightful place regardless

of whether that place is high or low in ranking

2 Even if an employee may feel he deserves a salary in-

crease, it would be disrespected to ask his manager

for it

3 People are better off not questioning the decision of

those in authority

4 Communications with superiors should be done us-

ing formally established procedures

SECTION IV:JOB DISENGAGEMENT 1 2 3 4 5

1 I always find new and interesting aspects in my

work.

2 It happens more often that I talk about my work in

negative way.

3 Latterly, I tend to think less at work and do my job

almost mechanically.

4 I find my work to be a positive challenge.

5 Over time, one can become disconnected from this

type of work.

6 Sometimes, I feel sickened by my work task.

7 This is the only type of work that I can imagine

myself doing.

8 I feel more and more engaged in my work.
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