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Abstract
This paper presents a critical appraisal on the subject of abusive supervision, and its role in promoting deviance at the workplace. By exploring numerous peer viewed studies, the paper manages to recognize increases job and life dissatisfaction, role conflict, intentions to quit the job and psychological distress as the major direct outcomes of abusive supervision. The outcomes are further attributed to the victims’ engaging in deviance behavior directed to the entire organization, the abusive supervisor, and the colleagues. The lack of a framework that incorporates the outcomes and moderators of abusive supervision is identified as a literature gap, and the paper therefore recommends the development of such a framework in order to understand how abusive supervision and its effects can be mitigated at all organizational levels.













Critical Appraisal: How Abusive Supervision Yields Deviance at the Workplace
Abusive supervision is closely related to negative workplace and family outcomes it affects the victims’ mind-set, conduct, well-beings, performance, as well as their point of view on the organizational justice. Abusive supervision is also linked to detrimental family-related outcomes. As such, the subject of abusive supervision is important while addressing the issue of the employees’ productivity, their overall wellbeing, and also in determining the organization wellbeing. As a matter of fact, several studies have found a substantial correlation between the abusive supervision, and increased job and life dissatisfaction. Subordinates who experienced abusive supervision were found to exhibit intentions to quit their jobs, and experience role conflict as well as emotional distress as compared to their counterparts who did not experience.  (Ashforth, 1997; Duffy, Ganster, & Pagon, 2002; Keashly, 1994). Due to its detrimental effects on the employees, abusive supervision is closely related to workplace deviance. Despite being a significant form of injustice that yields numerous implications for the employees and the firm, a there is a concern of lacking a systematic framework that amalgamates the outcomes and moderators of abusive supervision.
1.2 Gist of what we know, and don’t know about the topic
Tepper (2002) perceives abusive supervision as a subjective evaluation, of how the employees perceive the extent to which their supervisors practice the persistent portrayal of hostile verbal and nonverbal conduct, which does not entail physical contact. Also, the subordinates’ perception of the injustice resulting from abusive supervision determines their reactions to abusive supervision. In this case, Tepper’s (2002) stance may generate further questions regarding the behavioral reactions of the subordinates who experience abusive supervision. 
Some scholars have conceptualized that subordinates are likely to reciprocate the incivility depicted by their supervisors (Anderson and Pearson, 1999). Indeed, Ashforth (1997) noted that the employees may respond to their perceived causes of aggravation in a way that would reinstate the circumstances to their expected outcomes.  This would mean that the subordinates who perceive their supervisors as being abusive are likely to employ abusive behavior against their supervisors. On the other hand, some scholars feel that the power difference which typifies the supervisor-employee relationship is likely to hinder the subordinates who experiences abusive supervision from retaliating with abusive behavior against their supervisors. All in all, outcomes of abusive supervision, which include job and life dissatisfaction of the subordinate, and negatively tampers with the general wellbeing of the subordinate; these effects yields deviance in the workplace (Lord, 1998).
1.3 Provides overview (i.e., thesis statement) of literature
The current research utilizes a justice-based model and the justice theory to examine the outcomes of abusive supervision on the subordinate and how such outcomes yield deviance at the workplace. The researcher used a 15-factor model to measure 15 separate factors, which are implicated in abusive supervision.  
2.1 Description of relevant theories/frameworks
Various research models founded on theoretical frameworks have been employed in understanding the outcomes of and responses to abusive supervision. For instance, Tepper (2000) employed the justice theory in his justice-based model; aimed at assessing the subordinates’ view of distributive, procedural, and interactional justice. The dual-system framework of self-control has also been used to study abusive supervision as an outcome of the supervisor’s lack of self-control (Strack & Deutsch, 2004). In the same manner, the trickle-down theories has been commonly used in studying abusive supervision as a function of the maltreatment experienced by the supervisors at the hands of their superiors (Aryee, Chen, Sun, & Debrah, 2007; Hoobler & Brass, 2006; Liu, Liao, & Loi, 2012; Mawritz, Mayer, Hoobler, Wayne, & Marinova, 2012)). Alternatively, the victimization theories have been useful in conceptualizing abusive supervision as  a function of the traits and conduct of employees who provoke maltreatment form their supervisors (Lian, Ferris, Morrison, & Brown, 2012; Tepper, Moss, & Duffy, 2011; Tepper, Duffy, Henle, & Lambert, 2006).  In the same manner, abusive supervision research models of the effects of negative affectivity are also common, and they include in-role and extra-role performance models. Models of the antecedents of organizational citizenship behavior (OCB) have also been employed especially in the study of response of the subordinates who experience abusive supervision (Zellars, K. L., Tepper, B. J., & Duffy, M. K. (2002).). 
2.3 Critical Review of Major Issues/Controversies
The findings of most researchers attribute abusive supervision to detrimental effects on the target and the organization. For instance, Ashford (1997) found that abusive supervision resulted to feelings of aggravation and helplessness, and alienated the victims from their roles. Similarly, a study conducted by Duffy et al (2002) revealed that abusive supervision yielded increased life and job dissatisfaction, role conflict, and psychological distress. The effects of abusive supervision are progressive, due to the fact that the abusive supervision is a sustained practice that may only end if the victim or the culprit terminates the relationship, or the culprit decides to change (Tepper, 2000).
 The sustained nature of abusive supervision is, therefore, likely to make its detrimental effects on the target and the organization progressive. However, in most cases, the target endures the maltreatment because of the power distance between them and the abusive supervisors. The sustained nature of the abusive supervision and the resultant negative effect is likely to alter the organizational culture as perceived by the abused subordinates through the justice lens. In is worthwhile to note that subordinates perceive their supervisors as the representatives of the organization. As such, the subordinate can attribute the undesirable behavior of their supervisors, to the entire organization (Zhang and Liao, 2015). Moreover, when viewed as a form of workplace injustice, abusive supervision further elicits negative outcomes including frustrations, low-self esteem, and sometimes moral outrage in the workplace. Not only in the workplace, but abusive relationship is likely to generate conflict between work and family of the target. This is because; the effects of the distress resulting from abusive supervision are likely to be extended to the family. For instance, the target may be too preoccupied with the office matters, so that they are distracted from their family roles (Tepper, 2000). 
2.3 Critical review of major issues/controversies
The fact that most researchers agree on its definition and the outcomes yields common themes in their description of the actions that typify abusive supervision. To start with, researchers unanimously agree that abusive supervision is not portrayed at a physical level. Rather it entails verbal and nonverbal intimidation and maltreatment, characterized by regular criticism in front of colleagues, strident and angry peevishness, rudeness, inconsiderate actions, and intimidation being exercised by the agent against the target. However, Tepper (2002) feels that despite the fact that the abusive supervision exhibits conceptual overlap with the said attributes, it should be treated as an isolated construct. 
According to Tepper (2002), abusive supervision is shaped by significant distinctions that necessitate treating it as a separate construct. To start with, Ashforth (1994) conceptual framework of “petty tyranny” incorporates management practices that do and do not entail hostility. For instance, Ashforth (1994) recognizes the use of position for personal benefits as an element of petty tyranny. Secondly, some researchers have associated abusive supervision with conduct that is likely to cause harm on the target, including indifference and intended hostility (Neuman and Baron, 1997). Thirdly, Tepper (2002) notes that abusive supervision may not be considered deviant, in cases where it is aligned to the organizational policies. Because of the above reasons, Tepper (2000) opines that while abusive supervision exhibit conceptual overlap with common attributes, the three distinctions necessitate that it be considered as a separate construct.
Based on your analysis, (a) present your own views on the topic; and (b) specify a research question (‘gap in the literature’) that needs to be addressed, and (c) how it can be addressed
Based on the above analysis of the topic of abusive supervision, it is clear that abusive supervision aggravates workplace deviance. To start with, the subordinates may depict deviance directed at the organization. This may occur when the subordinates attribute the abusive supervisory to the management failure of the entire organization. In the same manner, out of the frustrations yielded by abusive supervision, the subordinates may engage in supervisor-directed deviance. While they are less likely to reciprocate the supervisors’ maltreatment due to the power difference, they may try to avoid working with the abusive supervisors in order to reduce the potential chances of being maltreated, and consequently reduce their workplace distress. As stated before, abusive supervision increases job and life dissatisfaction, role conflict, and psychological distress (Ashforth, 2007). The combined effect of these factors is likely to result in the victims of abusive supervision expressing their deviant behavior towards their colleagues. This is despite the fact that the colleagues are not the source of their abuse, and may in fact be victims of supervisory abuse. The possibility of expressing their deviance to their colleagues is further heightened by the low power distance between the victims of supervisory abuse, and their colleagues. 
Besides, the subordinates’ perception of distributive, interactional, and procedural injustices resulting from the supervisory abuse is likely to yield frustrations and low self esteem on the victims. This effect would aggravate the victims’ deviance against the organization. They may feel that the organization has failed in protecting their wellbeing, and instead promoted injustice as a part of the organizational culture. Based on the detrimental effects of the supervisory abuse, and the resultant deviance against the organization, colleagues and the supervisors, there is no doubt that abusive supervision results in low productivity and probably higher employee turnover. In the same manner, progressive abusive supervision is likely to generate an organizational culture characterized by injustice. These outcomes are undesirable for the progress of any organization. What is more, the detrimental impacts of abusive supervision are not only experienced in the workplace, but also in the family setting, and therefore the society at large; given that the family is the basic unit of the society. As such, abusive supervisory is a vice that yields numerous negative effects on the victims, organizations, families, and the society at large.
It is therefore necessary that an effective framework that integrates the consequences and moderators of abusive supervision be developed, in order to seek ways of mitigating the numerous detrimental effects of abusive supervision. Such a framework would be significant in countering the common limitation of the current studies, which only dwell on the problem, but do not suggest any solutions. 
3.1 Integration of issues explored
In conclusion, a lot of research point out to the detrimental effects of abusive supervision, and how these effects contributes to deviance at the workplace. Various models utilizing respective theoretical frameworks have been used in the study of abusive supervision. The obvious outcomes of abusive supervision include the targets’ increased job and life dissatisfaction, role conflict, intentions to quite the job, and psychological distress. The singled out, and the combined effect of these outcomes are likely to result in the targets’ deviance behaviour directed towads the organization, the abusive supervisors, and the colleagues. Indeed, most of the covered literature has managed to elicit the negative effects of abusive supervision, and how these effects affect the victims and the organization at large. However, there is a gap in literature, which necessitates the development of a model that incorporates the outcomes and moderators of abusive supervision. 
3.2 How Addressing the Research Question Will ‘Add’ or ‘Extend’ the Literature
Indeed, the studies have proved the detrimental effects yielded by abusive supervision on the targets and the organization. However, there is need to seek ways to mitigate these detrimental effects. A framework that incorporates the outcomes and the moderators of abusive supervision would be useful in understanding how abusive supervisor promotes economic loses and how the practice can be mitigated in various organizational levels, while enhancing the subordinate’s positive psychological states, and generally promoting positive conduct in the workplace.
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