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 ABSTRACT 

The present study analyzes the persistent increase of stress amongst private division 

startup and entrepreneurs of Pakistan and linking the variable of Light-traits of 

personality which helps employees to balance their work life and personal life activities. 

The affective event theory, many researchers explore the abusive behavior of 

supervisors which affects the work-life balance among small level business employees 

and the role of job stress acting as mediating relationship under this study concern. It is 

determining the effects of Light-Triad traits of individuals which compromising the 

Kantianism, humanism and faith in humanity. The method which is compromised by 

157 small level businesses working at private sector. Data were collected by using 

online questionnaire form and on tentative grounds model was testified, measured by 

software SPSS version 25. The results show the abusive supervision enhances the work-

life balance obliquely mediates between job stress. Furthermore, data shows that 

employees are highly influenced by Light-triad traits and have less chances to involve 

in work-life balance disturbance in work-life balance professional and personal work 

activities and responsibilities with regarding response to abusive behavior and have 

negative impact on those who are less influenced by Light-triad traits. The contribution 

of many researchers the abusive supervision that effects the work-life balance among 

employees. Moreover, the researchers indicate the association of Light-triad traits 

personalities with employees can help to manage the abusive behavior and minimize 

the risk of failure, job burnout and even though helps them to moderately handles their 

professional and personal life activities. 

Keywords: Abusive Supervision, Work-life balance, Job Stress, Light-triad traits 
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CHAPTER 1 

INTRODUCTION 

This study examines the relationship of abusive supervision with work-life balance, 

stress and light-triad traits. It focuses on the relationship between supervisor and his 

employees. To investigate the abusive behavior of supervisor with employees prevent 

the stress in employees which leads to disturb the work-life balance but opting the light-

triad traits manages the abusive supervision and stress. It has been developed by 

utilizing three main terms names as Kantianism, Humanism and Faith in humanity over 

diversified and demographical samples. It describes the behaviors that reflects the 

believe of personalities of individuals structured by his nature. It also shows that value 

of individuals that makes that them from each other. Individuals have many types of 

personality traits which they respond accordingly or change with the event occurring. 

But this study would help the superior relation of subordinators with their employees 

to respond in a perfect moderate way. It consists with individuals that have aversive 

behavior can deal with this type of personalities. To overcome the negative events and 

convert into positive and make a balanced environment at work-place. Simultaneously, 

the light Triad Scale consider the attitude about care and beneficial orientation towards 

other people’s behavior. These three dimensions of personalities Kantianism, 

humanism and faith in humanism could be work as multiple positive aspects positive-

oriented factor which present the strength of individuals and underpin the shifting 

aspect of the negative components towards the positive’s aspects in human. To build 

the literature, this construct has been studied very vast and all the studies showed that 

abusive supervision had negative impact on its victims (e.g., Tepper et al., 2000, 2007, 

2008, 2009; Michell and Ambrose 2007; Thau at al 2009; Lian et al., 2012). Abusive 



2 
 

Supervision is mainly considering a negative and rude behavior in organization but 

some authors suggests that to put some effort and need to focus on it to minimize this 

behavior by giving training to subordinates and employees. In recent researches, 

abusive supervision has been studied as a main construct and measured by Tepper 

(2000). In 2007, it is discovered that abusive supervision work as a construct which as 

two facets Mitchel & Ambrose (2007). These facets names as active abuse and passive 

abuse. This study emphasis on to identify the relationship of this construct and analyze 

its impact on employees and at work place. Still there are so many researchers which 

trying to analyze its impact of different sectors at different sectors and so many. Present 

study determines the indicators of this construct. It determines the scales of abusive 

supervision by utilizing the sample of small level businesses based on 25-50 employees 

with supervisors. Being ridicule in organization is one of the main reasons and directly 

linked with abusive supervision (Tepper, 2000), being isolated, unfair credit receiving, 

inappropriate responsible, rudeness (Tepper, Duffy, Henle, and Lamberts, 2006) as 

yelling, loudly speaking, which influenced abusive supervision Mitchell & Ambrose 

(2007). Detert, Trevino, Burris and Anadiappan (2007) the contradictory behaviors like 

high turnover, positive attitudes towards work lessened, living and organization, greater 

disputes between work-life balance and increase the psychological distress that several 

negative consequences of abusive supervision (Tepper, 2000). Along with this low-rate 

phenomenon, abusive supervision is extreme severe to victims, families, and 

organizations. For instance, abusive supervision is curated with conducting any events 

ranging from poor performance (Peng, Sachaubroeck, & Li, 2014) and to undermining 

(Hooblerand Brass, 2006). Although, loss in production, Therefore, studies 

investigation proves that abusive supervision has broadly effect on negative outcomes 

whether its workplace or individuals overall being. Lent (2005), there is a study of 
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recommended to an individual behavior to imply in general. There’s a difference in 

individuals’ personalities, psychological which have many positive and negative effects 

on employees (Emmo et al., 2001). By having negative impacts of abusive supervision 

is become a cause to increase stress, depression, difficulties in paying attention, anxiety, 

and insomnia anticipately incomparable disparity in work-life balance. According to 

AET theory, which provides the structured to analyze the work processes based on 

events. This would increase the emotional states of individuals of a certain event which 

changes the behavior according to the situations at work-place. (Ashkanasy & Daus, 

2002). Work events might influence the affective reactions that must be triggers affect-

driven behavior, in which events and reactions are raw and undiluted, it also persuades 

the aggressiveness, negative behavior, sadness etc. Positive emotional behaviors which 

help altruistic behavior. The relevance of work environment that they enhance 

predominant (Weiss & Cropanzano, 1996). Abusive supervision has a negative impact 

upon employees’ work- life balance, it also inaccurate negative work environment 

which consequent experienced stress. Although, the importance of this relationship 

between abusive supervision and work-life balance. 

This study analyzes that stress is a main cause to perform operations at work-place that 

become a major problem. By developing the literature which explains high 

requirements with minimum resources which has an intense impact on employees 

(Herrero et al., 2013). An employees’ behavior at work place could be stressful and 

have bad relations with other employees also with subordinates because of 

psychological issues that have a cause of job stress and imbalance work-life activities 

(Kernan et al., 2011).   

While the stress in the workplace is a most concerning and growing point, where 

employees suffer from workload, abusive supervision, job insecurity, low levels of job 
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satisfaction. Stress in workplace have a negative impact on workplace productivity, 

profits and work-life balance. The stress is based on a human psyche which is a 

component and it happens mostly when individuals get tense and have stress of some 

events and circumstances. Generally, some stress is controllable but some get out of 

control when you have much tensions, workload and pressure.  Employees are in 

different situations in many events which took as a stressor. Although, abusive 

supervision has major impact which enhance stress, workload, financial issues, 

imbalance of professional and personal work activities. In regard, stress is helpful when 

it is under control it helps the employees to compete the targets on time but it gets 

problem when it gets out of control or pressurize the employees and lead to task failure 

(Chay, 1990). It’s a recent rise in youth to take the opportunity to run small businesses 

or startups. By this, it increased in hustle and bustle routine because of the stress, 

pressure. The problems could have increased the stress like no incentives, long working 

hours. Stress leads unbalance in life and become a cause to failure like job burnout, 

aggressiveness, mistreatment at workplace.  

The variable work-life balance elaborated the ability of individuals to complete their 

tasks and commitments. This has recently grabbed the concentration of researchers to 

work on it further and on many different areas of studies.  The main attention is on 

career orientation in which many individuals thought about their life to build the career.  

In addition, work-life balance maintains the relationship between professional and 

personal life activities and it associate the different roles of life. The work life balance 

explains by multiple researchers. In this regard, it vastly explains the perspectives, as 

many researchers represent their studies. The variable work-life balance satisfied and 

high functioning at work-place Greenhaus (2002). Balanced work-life maintains the 

work activities of individuals professional and personal life Aycab et al., (2007).  
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Although, individuals have less time to meet the requirements of their job tasks. 

Without a balance in life makes you dissatisfied from work, life and face many mishaps. 

Present study explains the organizational context and the relationship of subordinates 

with their employees. It has potential to influence the individuals to maintain their 

work-life balance by opting the light-triad traits personality attributes and minimize the 

negative outcome at work-place. Many scholars recommended that it helps to balance 

their life requirements there are in three basic terms as explained professional and 

personal. It requires working hours, the intensity of work hours must be skip from home 

time while high workload, pressure (White et al., 2003). In contradiction, Family 

requirements include different roles like personal and work responsibilities. The 

requirements at work-place need to be more potential to fulfil the work tasks and home 

responsibilities. Organization requires employees’ skills, abilities and time. The 

training to improve the productive efforts of employees to increase the efficiency of 

organization it’s a main focus for leaders to emphasis on this resource. So, sometimes 

because to handling stress people individuals act aggressively it will lead the problem 

at workplace and also down the performance of employees. The stress most likely based 

on conflicts happens when individuals at work-place disturb their life as well as work 

activities. In 2005, according to Lowe, imbalance life activities have overall impact on 

employees work tasks if employees fail to meet the tasks it will lead to failure and 

increase the level of stress, pressure and anxiety.  Furthermore, a manager should be 

responsible to guide the others and employees who work under his supervision. Also 

helps them to maintain the performance of organization in an effective way. Light-triad 

traits helps the subordinates and individuals to consider this by implementing on such 

behavioral personality traits. Work-life facets along with home activities. Many 

researchers have focused to achieve Light Traits would manage the balance in the life.  
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2.1 Research Gap  

The research gap of the study is that stress variable vastly discusses in many different 

fields areas such as in education sector, medical field but it has not been conducted in 

private sector of micro-level businessmen in Pakistan. The scope of this field has risen 

in last decade which is under-explored. After exploring this field there is a variety of 

factors that needs to be explored.  

Problem Statement: In order to facing abusive supervision, work-life balance of 

employees affect. Employees professional and personal life activities also get disturbed 

which led aggressive behavior, poor performance, health causes and job burnout etc. 

This study will help micro-level businessmen subordinators to have positive behavioral 

personality traits, to opt the Light-triad traits, which eliminate subordinators negative 

reactive against negative events such as Light-Triad, to reduce subordinates’ concerns 

to abusive supervision in case of his employees at e work-place that decrease the 

performance of organization and increase the stress level in employees which disturb 

their life.  

The most important theories about social aversive behavior of different personalities 

among the individuals in response of social psychology and this must be considering 

an individual’ dark triad personality Paulhus & Williams (2002). As explains the 

encircle dimensions Machiavellianism, narcissism, and psychopathy. There has been 

received many experimental Encompassing three dimension – narcissism, 

Machiavellianism, and subclinical psychopathy. The Dark Triad has received a lot of 

experimental considerations with many psychological studies which have particular 

features and associates with aversive psychosocial outcomes Dinic & Wertag et al., 

(2018). Recent researches have clearly described about the characteristics of individuals 

which has been associate with dark triad traits having violated, abusive behavior and 
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this indulges the other employees into stress and uncomfortable conditions for 

employees 00This research evaluate the findings that has enabling to us after 

understanding negative components human personality, more dimensions about mental 

lifestyles of individuals and social outcomes have not been studied much longer.  In 

recent studies, positive psychology has been demonstrating the number of high-quality 

traits to examine the human psychology functioning the events and their responses 

regarding different personality traits Diener et al., (2004). The method which 

standardized after remain associate with academic ground with creativity and in a 

productive way that ethnic disposition does not have longer involvement in regards of 

negative behavior and it also explains the positive behavior which relates to career-

oriented growth of an individual. By taking this phenomena Kaufman, Yaden, Hyde 

and Tsukayama (2019) work on positive energy of an individuals to mold their behavior 

into positive ones as they imitate the variable dark triad traits also introduced Light-

triad traits.  The Light Triad (LT) of personality consists of traits related to love and 

beneficent towards others, it includes three main dimensions. The first is Kantianism, 

which consists of treating others as ends unto themselves. Humanism describes the 

value given to people in terms of their implicit dignity and worth. Finally, believing 

that people are essentially good is categorized under the Faith in Humanity trait LT 

correlates positively with compassion, politeness, sincerity, fairness, respectfulness, 

empathy, benevolence, kindness, and interpersonal guilt. On the other hand, it 

correlated negatively with anxiety and depression (Kaufman, Yaden, Hyde, & 

Tsukayama, 2019) as such LT is deemed as a relevant topic for the current study. 

The purpose of this behind is that every individual has two aspects of his personality 

one is positive and other one is negative but an individual can take control over dark 

triads by put more focus on light-triad traits and make the work environment more 
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pleasant and also become a good signature for organization or any work-place to be 

more efficient. It just wasn’t an idea to make construct as they would just simply reverse 

coded model over dark-triad traits Muris, Otgaar, Merckelbach et al., (2017). However, 

to develop a conceptual new alignment to ascertained positive attributes of personality. 

Although, to increase their scale, the most important aspect was: “how could a daily 

fancy yet beneficent towards others appear like so is of direct contrast in imitation of 

the daily aggressive direction of those taking by the excess of dark personality traits?” 

Kaufman et al., (2019). This ensures the expansion of a pardon highlighting a positive, 

sympathetic, & benevolent positioning towards others. By opting the huge number of 

distinctive measurements of Dark Personality Traits measurements like mental 

requirements and desires, values, defense attributes, perspective, self-worth and 

relationships, understanding, relational aspects, compassion religion, spiritually, 

curiosity etc.  

After working on dark-triad traits researchers introduced reserve coded model with 

Light-triad traits Kaufman et al. (2019). It has been developed by utilizing three main 

terms names as Kantianism, Humanism and Faith in humanity over diversified and 

demographical samples. It describes the behaviors that reflects the believe of 

personalities of individuals structured by his nature. It also shows that value of 

individuals that makes that them from each other. It consists with individuals that have 

aversive behavior can deal with this type of personalities. Simultaneously, the light 

Triad Scale consider the attitude about care and beneficial orientation towards other 

people’s behavior. These three dimensions of personalities Kantianism, humanism and 

faith in humanism could be work as multiple positive aspects positive-oriented factor 

which present the strength of individuals and underpin the shifting aspect of the 

negative components towards the positive’s aspects in human.  The light triad 
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components have reflection to human’ capabilities to resist, to an outsized degree, 

offensive and conceited judgements and desires which rise individuals to interact in 

self-centered, instable, and antagonistic ways. The researches on light-triad traits have 

not been studied as much as on dark triad traits because it’s a reverse-coded model 

which newly introduced construct there are few studies that have used the Kaufman 

research (2019). By this, it represents the paradigm about theoretical values. But, 

consuming steered an in-depth study project during a powerful, the writers providing a 

good prosperity of statistical facts that allowed them to articulate stimulating and valued 

assumptions. The outcomes show higher tendency that influence the light-triad traits 

directions associates with satisfaction, sympathetic behavior, passionate attitude, 

receiving of others and thoroughness and opinions that individuals are righteous. The 

Light Triad Traits also related to capability, independence, protected addon attribute, 

self-respect, an intellect of validity, established confrontation attributes, and have lots 

of character fortes e.g., Forgiveness, kindness etc. On the other side, there is no such 

significance relations between the light Triad and insistence, external pressure and 

immature attributes. Adverse relations have identified the relation between the light 

Triad alignments, nervous, avoidant attachment (Kaufman et al., 2019). The construct 

Light-triad traits is much influenced as a positive tribute to enhance the personal life 

behaviors and train them to behave proper at work-lace to make work environment 

pleasant and give the opportunity to employees to work with full potential abilities and 

skills. It suggests the exposed aspect of aggressive behavior which ensure non establish 

‘human nature. In distinction, individuals remain additional probable towards observe 

and identify encouraging behavior facets in Donaldson et al., (2015). Furthermore, the 

examines about psychology in which they have positive traits contributed to individuals 

societal and emotional expansion Krok et al., (2015). Its emphasis on evading the 
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excesses. Employees do not seem to be perfect on the basis of rigid and strict behavior. 

Many employees would relevant in an accurate collection for in cooperation optimistic 

and undesirable features (Shen & Wyer, 2007). When creating ideas, entities incline to 

stimulate the inquiry procedure which considers favorable and unfavorable metaphors 

that significantly allow to manage the events and situations. Therefore, light-triad traits 

construct delivers the deep understanding of behaviors proper and societal concerned. 

The positive side attributes don’t cancel the presence of undesirable facets of behavior 

that include perplexed exposures. Therefore, some researchers highlight the dark 

personality traits that are beneficial to some extent in the adaptation to change the social 

conditions Johnason et al., (2016). To composed the perspective of encompass the 

human personality nature which have both aspects positive and negative which is 

known as second wave of positive psychology (Ivtzan & Worth, 2015). Its emphases 

on the outcome a cooperation among light and dark triad measurements, it could 

provide the exact personality nature. This research purposes whether the refines the 

variety of the light Triad measures precisely investigate the three-factor paradigm just 

like (Kaufman et al., 2019). Taking into consideration cultural differences existing the 

utilization of analytical mental attributes that entails the alert variation; due to diverse 

backgrounds of employee ‘behavior that constructed based on some previous studies to 

adapt the personality measuring scales of personalities Rowiński et al., (2019), Rogoza 

& Cieciuch, (2017), the constructive scale of light-triad traits that would include an 

corresponding 3 aspects because the inventive measure (i.e., Kantianism, Humanism 

and faith in humanism).  

2.2 Research Objectives 

1. To investigate the role of abusive supervision on work-life balance of 

subordinates at small level businessmen. 
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2. To investigate the role of abusive supervision on stress of employees at small 

level businessmen. 

3. To investigate the role of stress on work-life balance at small level businessmen. 

4. To investigate the role of light-triad on work-life balance at small level 

businessmen. 

2.3 Research Questions 

1. How abusive supervision effect the work-life balance at small level 

businessmen? 

2. How abusive supervision influence the stress of employees at small level 

businessmen? 

3. How stress effect the work-life balance at small level businessmen? 

4. How light-triad traits influence the work-life balance and abusive 

supervision at small level businessmen? 
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CHAPTER 2 

LITERATURE REVIEW 

2.1 Abusive Supervision  

The independent variable (Abusive Supervision) is overwhelming that have adverse 

actions in societal environment which has tougher outcome as compare to encouraging 

actions (Einarsenet et al., (2007). Negative actions through influential activities, in 

certain, consume remained exposed that extensive adverse consequences about odd 

supporters (e.g., Schyns and Schilling, 2013). Scholars projected a variety over 

perceptions up to expectation maybe decrease the insight behind the unfavorable 

behaviors of subordinates that have certain abusive supervisors Tepper., (2000). 

2.2 Work-life balance 

The dependent variable (Work-life-balance), the extents of concerning about 

individuals work-life balance that disturb the personal life activities. By assuming, the 

measurement which is significantly linked with the imitation of work over load, age 

pressure, time management behavior, common emotions on work stress, job 

satisfaction, lifestyles satisfaction, organizational commitment, or turn intentions. 

Stress among micro-level businessmen affects the performance of businessmen and 

leads to be stressed can cause of failure. Being the micro-level businessmen takes 

continuous stress by abusive behavior verbally or non-verbally which observed as 

extremely traumatic. Extreme stress cause personal, professional and intellectual 

strength disturbance which leads to failure and decrease the performance of employees. 

High levels of pressure remain supposed in the direction to disturb businessmen’s well-

being as per their performance.  Persistent stress can impair the personal and 

professional development. Every businessman wants to develop the business and tries 
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to avoid the losses. Stress can be distinct as a non-specified responses to requirements 

that made upon it. Linn & Zeppa (1984), originate excessive stress could lead to failure 

by having deprived relations with colleagues, personal associations besides inclusive 

frustration over life-work activities. They also have suggested that some stress is require 

for being learned known as favorable stress that conquers understandings is known as 

“Unfavorable stress”. Depending upon the personal traits, experience perceive the same 

stressors differently. In 2007, a study was conducted by Chandrasekhar Sreeramareddy 

and co-authors revealed that most common causes of stress factors like social, 

environmental, physical and family problems, which affect the performance and 

conclude in substance use.  

2.3 Impact of Abusive Supervision on Work-life Balance 

Abusive supervision increases the intensity of negative events at work-place among 

employees and supervisors. It creates disturbance in their work-life balance and 

prevents stress. Therefore, assessments behavior traits urging these appraisals.  By 

collecting structure that has been providing string sign effect in regards of negative 

outcomes at work-place. Foulk et al., (2016). In this research we observed the traits of 

aggressive attribution undesirable affectivity, traits irritation, and power for the cause 

that they form employees’ relational insights of others within the evaluative 

backgrounds. Research investigation suggests that juniors with these traits will enforce 

on their administrator’s negative performance and observe it as an antagonistic and 

consequently be disposed toward insights of supervisor manipulation (Tepper, 2007), 

specifically supervisor’s objectionable actions as they serve as title role representations 

used for their colleagues Mawritz et al., (2012). Discernments of abusive supervision 

are to be expected to occur within the representation review circumstances (Tepper, 

Duffy, & Breaux-Soignet, 2012). Abusive supervision provide escalation to 
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administrative ineffectiveness, the arrangements related to absenteeism and turnover 

(Tepper, Duffy, & Shaw, 2001). Being an employee work tasks have to complete on 

time but if employees fail to compete it so stress level increase but on moderate level 

but over pressure make employees stressed out and lose their capacity to utilize their 

skills and abilities.  The significance of abusive supervision is temperately damaging in 

numerous ways that abusive supervision can produce underprivileged job presentation, 

undesirable job arrogance and psychosomatic results among people (Mackey, Frieder, 

Brees, & Martinko, 2017). Abused workers are expecting to reduce their hard work, 

efforts, concerning knowledge sharing due to deficiency of resources. Abusive 

supervision unwillingly inspirations worker knowledge sharing, conferring to (Tepper 

et al., 2001), abusive supervision increases secondary confrontation to supervisors’ 

stresses. Consequently, when there’s a chance of arranging meeting with the abusive 

management, they counter attack knowledge sharing. In addition, when assistants 

distinguish that their managers treat them unfavorably, abusive administration reduce 

their bouncing possessions, which restrict them to preserve resources and reduce the 

extra role performance. For instance, when assistants notice the abusive management, 

they automatically reduce the background routine (i.e., job commitment, project task) 

that reimburses administrations (Aryee, Sun, Chen, & Debrah, 2008). The variable 

work-life balance has a concentration point for some decades, the research situation of 

changing the environment according to the nature of exertion that have as long as the 

stimulus meant for this precise subject. The scenario has obvious as a dissolute step of 

variation, penetrating pressure, fluctuating demographics, con-existing virtual 

workplace and most importantly abusive supervision. For instance, the expansion in 

average income and rise in living standards have individuals striving for better work 

atmosphere, improved family and personal life. Similarly, employees by facing abusive 
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behavior at workplace increase the stress and because of disturbance in personal life of 

employees. Also, the stress has impact on job burnout at workplace changes. Work 

family conflict is well explained as a kind of inter role struggle that occur as a result of 

mismatched role of burdens from the work and family fields (Greenhaus & Beutell, 

1985). Basically, extreme stress of work can make it hard to meet the work activities. 

Tepper (2000) describes that an evaluation of supervision is associated with the 

colleagues’ family and individuals are associate to superior aspect of work family 

conflict as well as family demoralize performance (Hoobler & Brass, 2006). Beside this 

fact, simultaneous injurious work-life (family) and abusive supervision that arise strife 

devastation inaccurate to be internationally inescapable regulatory sensation (Spector 

et al., 2007), in general society might have association with the enormous relationships 

among working environment cases and family conflicts (Spector et al., 2007). Stress 

become a cause in employees work-life balance and create many hurdles for them to 

meet their professional and personal activities. Employees cannot pay attention on their 

tasks, projects and assigned work. Work family disputes, which insinuated that how 

much the exertion is a produce between parts struggles to maintain the family balance, 

it could be explain into 3 extents: time, pressure and conduct make clash (Greenhaus & 

Beutell,1985). In spite of this, there is note-worthy sign that abusive supervision 

triggers the psychosomatic stress and pressure.  For instance, unease (Bamberger & 

Bacharach, 2006), straining enthusiastic exhaustion (Harvey, Stoner, Hochwarter, & 

kacmar, 2007), undesirable trouble (Tepper et al., 2001) and enduring (Hoobler & 

Brass, 2006). Supervisors that mishandle the employees under their supervision might 

disturb their work activities. Further, abusive supervision management has been 

associated with harm practices. Mitchell & Ambrose (2007) the changing in working 

environment hinderance (Bamberger & Bacharach, 2006). Abusive supervision is 
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characterized as the expression of the “subordinates” of the degree to which bosses take 

part in the supported show of the unfriendly verbal and non-verbal practices, barring 

physical contact (Tepper, 2000). Research on abusive supervision has concentrated to 

a great extent on the negative impacts of this kind of supervisory conduct on 

representatives. Another study based on abusive supervision consumes that 

recommended abused subordinates experience lower self-worth (Burton and Hoobler, 

2006) job stress then demonstrative collapse (Harvey et al., 2007) and higher 

psychological suffering (Tepper, 2007). Recent researches consider psychological 

distress is an aspect which triggers the intellectual and physical illness as it referred 

psychological stress have linked with negative results besides it will lead to work to a 

family strife. Work stressors which have negative impact that has been studied in which 

its association with hinderance to provoke the stress, the reasoning model of stress 

recognizes the part of reactions of individuals among stressors it is also ensuing 

activities (Lazarus, 1995).  

2.4 Impact of stress on work-life balance 

This will ultimately lead to disturb the work-life balance (WLB). The concept of 

abusive supervision refers that interpersonal aggression at work-place. There are many 

factors of abusive supervision which have been triggers the negative behaviors of 

employees in response of subordinates’ abusive behavior. It would be subjected as 

direct or indirect in the arrangements of negative behavior. As mildly explain the direct 

form of behavior which must be bulling, criticism verbal abuse and offensive remarks. 

Societal segregation, gossiping, and rumors which demoralize an individual in personal 

and professional as well by facing such kind of behavior at work-place which 

employees being abusive directly and indirectly. Although such sort of acts is usually 

common in societal interactions but after having with long time and with sustain period 
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of time it become a serious issue for employees which prevents stress at certain level 

of pressure and stress can help employees motivated related to their task after that it 

will become a problematic concern for employees so make them incapable of 

maintaining balance in their work-life.  

The aims of mistreatment usually account depressed, as well as a number of stress 

indicators, including communal inaccessibility and disturbance, despair, pressures, 

weakness, aggressiveness and stress. It aims that abusive supervision leads to prevent 

stress among employees which disturb their work-life balance. Researchers find out 

that work-place abuse leads to makes employees break out from their jobs and bring 

dissatisfaction in their life with work.  

2.5 The AET theory associate with variables 

There findings are fit to the estimation that refer in AET, negative work events (i.e., 

abusive supervision) it will affect the work attitudes like job satisfaction and 

organization citizenship behavior and make them to burn out their jobs and leave the 

organization in the middle tenor of their task project and work experience. Experimental 

information has also predictable high prevalence of stress, feebleness, irritation, unease, 

and misery amongst tasks (Leymann, 1990), and such state of mind seem similar to be 

demonstrative for tasks irrespective of individuals (Tracy et al., 2006). Whether, the 

association with between work-life balance and abusive supervision seems to be 

extremely concerned which prevents stress and with not handling work-life activities 

properly it will make employees to react on minor work events and have negative 

emotions. Furthermore, suffering negative emotions seem like the main issue to be 

recognized as an end-product of presence persecuted. Unfortunately, several stages 

have remained engaged to more examine the conceivable encouragement that changed 

affecting situations might have on the tasks and ensuing actions. Its significant 

theoretical contributions of AET, that have concerns with the mediating role of stress 

which relates an individual’s positive and negative reactive responses at the work-place. 

In the present study, it examines the moderate effect of light-triad traits on the 

relationship between abusive supervision and work-life balance with mediating role of 

stress that an individuals have light-triad traits personality behavior can be impulsive 

which slow down the negative emotional work events at work-place. Besides, having 
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light-triad traits can normalize the negative behavior more power to avoid the negative 

behavior effects of other employees and colleagues.  In accordance to AET, there are 

two connections which are relevant. First, an individual’s personality in which how 

they respond to the event if they respond positive have more potential to deal with 

things positively. Secondly, dark personality traits individuals are more likely to react 

negative but by giving trainings to them have can change their habits and turn into 

positive ones to react more positive. While negative work events occur on daily basis 

and every work event interaction, individuals should be learned how to respond to them 

with such kind of activities. These activities happen in every organization or work-place 

the thing is how much potential employees have to deal with them. No doubt, there 

findings alert with negative and unhealthy work environment which affects employees 

with their work-life balance and work activities. With this research contribute to many 

researchers’ study that are investigating the relationship of abusive supervision with 

work-life balance and stress as a mediator which a serious issue for every organization 

at on higher level or minor level work environment. This study also provides the 

empirical data that abusive supervision prevents stress and negative outcomes and 

increase the chances of disturbance in employees work-life balance.  The AET theory, 

which explains that any event can happen at work-place either its positive or negative. 

But the association of abusive supervision with their employees always impacted 

negative so its ultimately prevents the stress factor in employees also inculcate the 

power of taking revenge or any negative event in response to the particular event. So, 

when stress is out of capacity level it disturbs their personal and professional life 

activities and it will lead employees to job burnout, resignation or move their 

performance to failure. Obviously, it’s not just affected the individual’s life but also 

affect the business performance. But this research suggests to supervisors and 

employees to opt the light triad traits to minimize the dark personality traits and convert 

it into light-triad traits which helps them to perform positive acts and give response 

calmy to negative events. It will help them to manage the negative events and sustain 

their performance and lead to success.  

Further, the findings provide the idea that abusive supervision cause negative 

organizational problems such as dissatisfaction, absenteeism. The everyday inference 

about the situation is that employees must have to deal efficiently with negative events 
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such as abusive supervision which brutally dissatisfy the employees. Stressed out and 

dissatisfied employees cannot pay attention to their work and make them incapable of 

maintaining the work-life balance. So, Interpersonal problems brings the stress among 

employees and behaviors of others as personal attacks, negative remarks, misleading 

information and revenge factor become cause in this situation which ultimately leads 

negative outcome for employees and organization. 

H1: It is a significant relationship between abusive supervision and work-life 

balance.   

The most concern subject matter in numerous persuasions Babin and Boles, 1996), by 

way of stress variable that have pivotal part in normal life routine Ivancevich, Matteson, 

Freeman, & Philips, (1990). A clutter will implicit of an individual’s stress extremity is 

exceed, actuating the stress reaction behavior Clancy and McVicar, (2002). Workload, 

authority, abusive supervision, administration style, proficient clash and enthusiastic 

cost of minding are the most essential indicators of stress and trouble (McVicar, 2003). 

Stress is a physically external phenomena, there is a simple phenomenon about stress. 

Its usual variable that is used in our daily lives. The situation occur due to many reasons. 

For instance, additional workload (Cooper and Cartwright), physical abusive, harsh 

behavior and abusive supervision or management. Stress has both impacts positive and 

negative. In some circumstances, stress is positive to enhance the efficiency of 

employees to perform better but when it crosses the limit it will ultimately lead the 

negative outcome that become a cause of prevalence of stress in employees and fail to 

achieve their tasks and goals. If stress has positive impact, then it is known as functional 

stress when it increases the proficiency of employees at work place and if its impact is 

negative then it is known as dysfunctional stress (Bhatti, Hashmi, Raza, Sheikh, & 

Shafiq), which trigger the failure and create hindrance in performing the tasks also 
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disturbs the work-life balance (WLB). Subtly, stress gives strength to employees but it 

is on some certain level, crossing that level cause turnover intentions, physical, stress, 

pressure, anxiety and psychological disease etc. Hight work-stress would have absurdly 

cause for staff health (i.e., anxiety, depression, fatigue) (Thorsteinsson, Brown, & 

Richards, 2014). Work pressure add more unequivocally related with negative staff 

psychological wellness outcomes. For instance, more highlighted mental pressure has 

been found in the attendants as soon as work was procrastinated Bourbonnais, Comeau, 

and Vezina, (1990). In comparative outcomes remained mentioned for in Canadian 

nationwide well-being overview (Vermeulen & Mustard, 2000). At some point once 

pushing work (e.g., level of popularity and short controller) is extreme or else 

potentially combined through in high profession infirmity, staff remain likewise at 

expansion danger of unease and sorrow (Strazdins, D-Souza, Lim, Broom, & Rodgers, 

2004), and this is duplicated by developed metal stress, as ordered through an expanded 

in systolic cardiovascular stress (Capizzi, Allen, Murphy & Pascatello, 2010). Janzen, 

Muhajarine, and Kelly (2007) referred that dispute of work and family is caused due to 

prevalence of stress and prevent by numerous reasons like abusive supervision and 

management, administration style etc. By setting the task in an appropriate method of 

studies for those workers observes the stress as soon as they deprived acceptable with 

the working setting (S. Lee, Yun, & Lee, 2015). Therefore, those, facing the abusive 

supervision at work place cannot react appropriately to setting’s tasks and stress, which 

lead to emotional, mental damage and create disturbance in work-life balance.   

The stress prevents numerous reasons but these becomes stressors. To some extent, 

(Steers & Black, 1994) has recognized number of causes of stress as abusive 

supervision, administration style of employees about excessive role of job executive 

also subsidiary letdowns, difficult choices and idealistic hopes. Researches have 
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evaluated work stressors as: overload, dangerous work load and burden, administrative 

crash, locus change (Schultz & Schultz, 2006). Drory and Shamir have separated the 

stressors as job features, inter organizational factors (e.g., Character uncertainty, 

disputes & organizational support, etc.), in addition organizational reason (e.g., work 

family conflict, organizational community support, etc.). Employees’ work activities 

based on multiple outcomes of stress and the abusive supervision and each work 

stressor has a negative impact on job.   

The classification of inner role scuffle where the character burdens on the job stress and 

family spheres simultaneously unable in several aspects of work family disputes 

(Greenhaus & Beutell, 1985). Frequent job requests get in the way with personal 

requirements and varieties them vague about work and family people. They develop 

incompetent to complete requirements of in cooperation spheres’ reconciliation.   

Contemporarily, there has been intense attention of the work-life balance, and 

researchers spotlight the dispute adept by employees between the roles at work-place 

and in personal space, who comes lower than banner work-life disputes (Burke & El-

Kot, 2010). Spector et al. (2007) acknowledge evident association amid work life 

balance then job stresses. Therefore, it’s vital to pertinent stability amongst role and 

family surroundings, so expectations of both can be meet comfortably (Bass, n.d.).   

Occupation requirements portrayed concerning engraving facet which people such as 

their jobs. It is stated by (Spector, 1985), an individual who respect their work and pay 

much attention on it to make their career delightful, it is similar as a schedule. 

Specifically, profession requirements are blending about attitudes of workers create 

approximately similar with their employments (C.-H. Lee & Moon, 2011). (Lambrou, 

Kontodi-Mopoulos, & Niakas, 2010) which convey acknowledged distinctive factors 

(e.g., work-stress, different compensation, load, in general fill in environment) that 
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impact authorities employment fulfilment. There are many associations arrangements 

regulate Worker disappointment (Ghoniem, 2011). Those have particular occupation 

circumstances additionally employee’s mentality towards occupation for the major part 

arrange the requirement of occupation.   

Workers are not capable to the occurrence of the family demands subsequently work-

family conflict ascends (Eby, Casper, Lockwood, Bordeaux, & Brinley, 2005). 

Previous study literature on work family conflict conveyed several experiences (e.g., 

work-stress, long working hours, part cash) and outcomes (job satisfaction, stress, 

strain, anxiety, abusive supervision etc.) (Eby et al., 2005). Many researchers suggest 

the family disputes that is a noteworthy effect workers work relaxation (Greenhaus et 

al., 2006). Furthermore, (Jazen et al., 2007) recommends work family dispute derived 

a significant psychological stress, so it considers as work displeasure. This study also 

targets the positive side of personality to work on personality can modified by 

converting it into positive one. AET focuses on them affective involvements of stresses 

that have a significant association with work event outcomes. But, the positive emotions 

like light-triad traits have the potential to slow down the negative outcomes at work-

place. It has an important behavioral inference which influence the coping resources in 

response of negative events. There is a study in 2002, describes the behavior that 

individual who are high on negative event they also correspond stress, anxiety and have 

robust negative feelings in response to commo work problems while those individuals 

who are less likely to respond on negative work events less effective loaded 

troublesomeness. In accordance with AET, stress and the characteristic displeasure 

showed any directing consequences for the direct connections between abusive 

supervision and the work-life balance but have strong impact on individual.  This 

outcome further helps to the AET system, proposing that enthusiastic responses drive 
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about as a more proximal indicator of work mentalities than does character. In any case, 

since the tormenting feeling join is implanted in the harassing result interface, AET 

appears to anticipate balance in the two cases, albeit not as solid in the tormenting result 

relationship. Consequently, as per the aftereffects of the current examination, a more 

exact articulation is that the character measures examined are not anticipated by AET 

to direct touch result joins. It inferred that character have a solid or reliable impact either 

on what people see as significant in their workplace or on the other hand on their 

degrees of occupation fulfillment. Moreover, the cross-sectional plan of our 

investigation limit speculations and causal ends because of the way that the study was 

completed in an ocean transport association with a special authoritative culture. Just a 

longitudinal report would give legitimate information about causality of the effect the 

sensation on work fulfillment and turnover expectation. It ought to likewise be noticed 

that estimating feelings are hard, in light of the fact that passionate encounters are 

variable and transient and might be hard to review and report precisely.  Studies have 

shown that individuals might misjudge the recurrence and force with which they have 

encountered positive and negative influences when detailing reflectively looked at to 

continuous reports during a similar time-frame. From now, future examination ought to 

analyze these connections longitudinally on an hourly or everyday schedule. At work-

place abuse have grabbing the attention in organizational research. These behaviors 

affecting the individuals by charge certain psychological requirements. It affects 

employees mentally and disturb their work-life balance and prevent stress and pressure 

which ultimately discourage them to burn out the job and they lose their required job 

performance tasks.  These sort of negative outcomes makes it significant to further 

investigate in this phenomenon. By working in organization with so many different 

personalities sound good but it also has complications to adjust with the passage of time 
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issues arises but the effective way is to conquer these with great and quick effort to sort 

it out as soon as possible it’s better for employees and organization. To develop the 

trainings or strategies for preventing the negative outcomes of work-place 

victimization, by refer mechanisms which operate the problems effectively and 

efficiently. Many studies describe those abusive behaviors are connected with 

employees’ objectionable attitude and behavior results such as dissatisfaction with job, 

turnover. Although, few studies explains that individual and organizational factors are 

involve as antecedents. However, work-life balance recognized as a serious matter of 

concern which is been an arising subject in organizational level of study. By the result 

if this exposure have both psychological and physical devastating for the project tasks.  

H2: Stress significantly mediates the relationship between abusive supervision and 

work-life balance.   

Job stress has associated with poor results of workers psychological and substantial 

wellbeing in a lot of professions (Kinman & Jones, 2004). Thus, ultimately job stress 

is affecting workers job and personal lives (Shah, 2013). To acknowledge the job stress 

is more as an expected hazardous object as work organization and decrease the impact 

of strain is mainly significant for practitioners and researchers. As the relationship 

between abusive supervision and stress is certain, most importantly to evaluate the 

theoretical backgrounds that will help in many different ways of thinking about the 

problem of improving work-life balance, stress management and life satisfaction to 

maintain the quality of life through changing in events at workplace (Demerouti et al., 

2000).   

AET research recommended that personality traits generously demonstrate why 

individuals’ responses could be different as they experience affective events and 

emotions at work place. Weiss and Cropanzano (1996) argued that individual 
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predispositions (personality) allow people to be more or less reactive to certain 

circumstances than others. By applying the present study focuses on the light-triad traits 

depending on an individuals’ behavioral reactions whether they have high or low 

personality characteristics. First, over the last 15 years, there has been a plethora of 

empirical research on a number of “dark traits” that are associated with ethically, 

morally and socially questionable behaviors (Moshagen et al., 2018), to the exclusive 

positive personality traits other than Big Five. The dark side of personality has mainly 

focused on three traits commonly suggest to as the Dark Triad. First is 

Machiavellianism, Narcissism and Psychopathy (Paulhus & Williams, 2002). The 

models of dark traits concentrating on pathologies characterized by motives to elevate 

the self and harm others (Paulhus & Williams, 2002), although Hogans’ approach 

concentrating on the dark side as negative characteristics that emerge when individuals 

let down their guard (Hogan & Hogan, 2001). Machiavellianism is a manipulative 

personality, derived from questioning individuals on how much they agree with 

assertion derived from Machiavelli’s writings (Chiristie & Geis, 1970). Mostly in 

employees high in Machiavellianism are known as high-Machs, and they are 

characterized by a lack of empathy, low affect, possessing an unconventional view of 

morality. Individuals are willing to manipulate, to speak lie, and want to exploit others, 

they mainly focus on their own goals, achievements and agenda not those of others’ 

(Christie & Geis, 1970; Wu & LeBreton, 2011). High-Machs are exceedingly willing 

to manipulate others and take a certain pleasure in deceiving others, but they do not 

have the superiority to do so (Jones & Paulhus, 2009).   

Narcissism transpires from Raskin and Hall’s (1979) attempts to rejuvenate a 

subclinical version of narcissistic personality disorder (PD). Narcissism has many 

facets from its clinical variant grandiosity, entitlement, dominance and superiority. 
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Narcissism has many tendencies to involve in self-enhancement (Raskin, Novacek, & 

Hogan, 1991) and can reveal charming in the short term. For the longer term, although, 

narcissists have difficulty in maintaining successful interpersonal relationships, lacking 

trust and care for others, and sometimes feeling contempt for them that how to deal with 

it (Morf & Rhodewalt, 2001). As in Narcissism is probably the dark triad trait of 

individual’s personality that has received the most research attention in the 

organizational sciences (Campbell, Hoffman, Campbell, & Marchiso, 2011, for a 

holistic view).   

Psychopathy is likely to be demonstrate as impulsivity and thrill-seeking combination 

with low empathy and stress (Babiak & Hare, 2006; Skeem, Polaschek, Patrik, & 

Lilienfeld, 2011). Psychopaths are categorized as antagonistic and have a belief in their 

own superiority and a tendency toward self-appreciation (LeBreton, Binning, & 

Adorno, 2006; Lynam & Widiger, 2007). Psychopaths have a different affective 

experience, such as definitive marker of psychopathy do not experience stress, anxiety 

and fear to extent that normal people do and are also less prone to experience 

embarrassment (Cleckley, 1076; Hare, 1999). Therefore, they often fail to learn from 

punishment for misdeeds. Psychopaths are also impulsive and seek immediate 

gratification of their needs (Cleckley, 1976; Hare, 1999). Paulhus’s approach to 

subclinical traits was a major influence the study about normal personality in aberrant 

or dysfunctional operation. His usage of Dark Triad nomenclature is one of the main 

reasons that urge the researchers refer to study on the subclinical traits as the dark side 

of individual’s personality. In contrast, to the bright side of Big Five. The Dark 

personality is the middle ground between normal personality and clinical-level 

pathology. Thus, majority of research on these traits utilizes either students (for the 

study about Narcissism and Machiavellianism) or detained populations (for the purpose 
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of Psychopathy). Consequently, a major deal is well-known about the nature of these 

traits, very little has crossed over into workplace research.   

We discussed earlier; the Big Five model of personality was derived from psych lexical 

research that purpose to uncover the most important dimensions of personality. Basic 

five dimensions were uncovered; Extraversion, Neuroticism (or Emotional Stability), 

Agreeableness, Conscientiousness and Openness to experience, each Dark Triad traits 

is negatively linked with Big Five agreeableness (cf. Wu & LeBreton, 2011), mainly 

because of their socially noxious nature (Paulhus & Williams, 2002). Although, 

respectively traits have exclusive design associations through other Big Five traits. For 

instance, together Machiavellianism and Mental illness are negatively associate to 

thoroughness while Self-absorption and Mental illness are absolutely connected by 

honesty then Extroversion. Furthermore, Self-absorption and Machiavellianism are 

certainly linked with Psychoneurosis, nevertheless Mental illness would be undesirably 

associate (Wu & LeBreton, 2011). Big five model represents the relationship between 

job performance and general personality traits, it has been inaccurate (Barrick & Mount, 

1991). While dark personality traits have acknowledged a reduced amount of 

consideration, the current meta-analysis (O’Boyle, Forsyth, & McDaniel, 2012) 

exploring the association among dark triad traits effects the work performance. 

Employees face difficulty to perform the given task also lose the capacity to use their 

skills which effects the most. Dark personality individuals have less bearing capacity 

which lead to failure after a short period of time in any project and sometimes because 

of abusive supervision. Few researches conduct about dark personality which examined 

that it’s an analytical and optimistic flexible manner at the work-place.  In contrast, so 

many studies found that adverse relations among employees and experiencing abusive 
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behavior by their subordinators it has been treated as dark personality traits and 

decreasing the organizational work environment.  

It commonly considers that association amid undesirable facets about management and 

traits of dark personality (Krasikova, Green, & Lebreton, 2013; Padilla et al., 2007). 

There is research that has been conducted in United States it provides the base rates of 

management ineffectiveness approximately 51 and 76 percent (Hogan, Raskin, & 

Fazzini, 1990). Although, many practitioners take exclusive demonstrate the 

individuals’ traits of dark personality which fails to perform effective work tasks and 

make organization into diminishing side (Burke, 2006; Dotlitch & Cairo, 2003; Hogan, 

1994; Kets de Vries & Miller, 1984). The managers with dominant dark traits must 

have ineffective leadership skills which ultimately leads to failure and let down the 

performance of other employees by their behavior. Supervisor’ intended acts against 

his employees and colleagues and make it stressful for them to perform well this 

behavior resist them. Supervisors having dispositional attributes which assign 

intimidating causes into others (e.g., aggressiveness) it used to involve into aggressive 

leadership behavior Krasikova et al., (2013). For instance, Machiavellian personality 

individuals are treated as much abusive by their supervisors (Kiazid et al., 2010). 

Moreover, preceding study consumes the light-triad traits demolish the dark triad 

personalities that indented to act aggressively (e.g Kaufman et al., 2019); there’s no 

research has been investigated as the collaborative outcome of light-triad traits on 

abusive supervision. Third base, Weiss and Kurek (2003) the highlighting procedure 

which is anticipated the AET background suggests some sorts of personality traits 

which have been play many roles in contrast of work events and their social results. 

Kaufman et al., the study about light-triad traits has a strong positive impact on 

personalities which have three based terms Kantianism, humanism and faith in 
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humanism. Many scholars have constructed the measurement of light-triad traits on 

individuals of different sectors and its shows that many individuals can opt the light 

triads to cope up with dark personality traits (i.e., narcissism), Kaufman et al., (2019), 

the Kantianism is based on the formulation of unconditional authoritative needs the 

achievement which is morally treats people with self-respect valuable social existences 

(Kant, 1785/1994). Th humanism suggests the dignity of individuals. Faith in humanity 

believes that kindness factor is indulge in every individual (Kaufman et al., 2019). 

Frank et al., (1995) describes that individual are good by at heart in many events and 

situations. People do have both personality traits light and dark traits. From last 15 

years, there are plenty of empirical research has been conducted on dark traits morally, 

honestly and on a social basis related through negative beliefs and behaviors (Moshagen 

et al., 2018). On the other hand, growing research based on that substantially 

contributed to the considerate to the dark side of human nature. Latest research, includes 

vast range of topics, including constructive reactions (Fredrickson, 2001), life 

satisfaction (Diener, 1984; Diener et al., 1999), understanding (Witvliet and Luna, 

2018), Academic self-effacement and a low personality (Wayment et al., 2014l Zachry 

et al., 2018), confidence (Snyder et al., 2003; Lopez, 2013), Mindfulness (KabatZinn, 

2013; Langer and Ngnoumen, 2018), optimistic construction (Fredricson, 2013), 

moralit (Meindl et al., 2015; Jayawickreme and Fleeson, 2017), character strengths 

(Petresn and Seligman, 2004), established replication polishes (Vaillant, 1998), and 

truth (Kernis and Goldman, 2006; Wood et al., 2008). The main focus of the present 

examination is an effort to performance of workers at work while prevention of stress 

under working in abusive supervision. To discover the differences amid the dark and 

light traits of behavior, we created a first draft of a brief measure of the light side of 

personality that could provide a useful direct contradictory in common core of dark 
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traits. The study has established that individuals are high on personality behaviors that 

are able to regulate their performances at workplace, while experiencing the negative 

behavior at some certain work events it will provoke their emotional behaviors. For 

instance, Sulea et al., (2013) identify that those individuals who are high in 

agreeableness and demonstrative constancy have less balances to engage in the 

productive work performances in response to abusive supervision. Many studies, Yang 

and Diefendroff (2009) confirmed that constructive association between the positive 

and negative emotional reactions directed to colleagues was weaker for personalities 

keep count high on thoroughness and sociability. People are high on the Light Triad 

traits are tend to be sympathetic, empathetic, supportive, merciful and struggle to 

preserve the superior relations with others. Although, Light triad personality’s 

propensity to be enormously disturbed around in what way their movements have 

influence to others and to reimbursement much consideration to their performances not 

being observed as aggressive (Kaufman et al., 2019). It gives the impression practical 

to accept the high light triad personalities are fewer proposed to involve in the stress 

when they involvement abusive supervision and negative emotions are connected with 

work-life balance as comparability to their corresponding item.  

Those have particular occupation circumstances additionally employee’s mentality 

towards occupation for the major part arrange the requirement of occupation. Job stress 

has associated with poor results of workers psychological and substantial wellbeing in 

a lot of professions (Kinman & Jones, 2004). Thus, ultimately job stress is affecting 

workers job and personal lives (Shah, 2013). To acknowledge the job stress is more as 

an expected hazardous object as work organization and decrease the impact of strain is 

mainly significant for practitioners and researchers. Many scholars have constructed 

the measurement of light-triad traits on individuals of different sectors and its shows 
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that many individuals can opt the light triads to cope up with dark personality traits (i.e., 

narcissism), Kaufman et al., (2019), the Kantianism is based on the formulation of 

unconditional authoritative needs the achievement which is morally treats people with 

self-respect valuable social existences (Kant, 1785/1994). Th humanism suggests the 

dignity of individuals. Faith in humanity believes that kindness factor is indulge in 

every individual (Kaufman et al., 2019). Frank et al., (1995) describes that individual 

are good by at heart in many events and situations. The main focus of the present 

examination is an effort to performance of workers at work while prevention of stress 

under working in abusive supervision. To discover the differences amid the dark and 

light traits of behavior, we created a first draft of a brief measure of the light side of 

personality that could provide a useful direct contradictory in common core of dark 

traits. The study has established that individuals are high on personality behaviors that 

are able to regulate their performances at workplace, while experiencing the negative 

behavior at some certain work events it will provoke their emotional behaviors. To 

acknowledge the stress is much dangerous for an individual to cope the work and home 

responsibilities courteously and it decrease the job performance. As the relationship 

among abusive supervision also stress is sure, most importantly to evaluate the 

theoretical backgrounds that will help in many different behaviors to understand about 

the problem of improving work-life balance, stress management and life satisfaction to 

maintain the essence of life through changing in events at work (Demerouti et al., 2000). 

Specifically, employees that have worked below abusive supervision and have severe 

job stress have contemplation to the psychosomatic outcomes of work stress. For 

instance., Stress, Impatience, distress, grief as well as work dissatisfaction that leads 

toward stress (Hunter & Thatcher, 2007). Among many pressures of work stress. In the 

research, it primarily emphasizes on the organization’s appreciation and pivotal results 
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of the employee’s work wish. Employee’s work satisfaction is productive, optimistic, 

eager or positive emotive circumstances that cause the circumstances of the evaluation 

from one’s job understandings (Locke & Dunnette, 1976).  The reasons of work stress 

are elaborately known as stressors. Steers & Black (1994) has recognized them as 

collection of causes about job stress as: employee’s role imprecision, employees job 

role excess, organizational and subordinate letdown, principled hopes and complicated 

conclusions. It is clear that abusive supervision brings negative outcomes and in result 

stress takes place. It affects the employees personal and professional life both. In this 

research which represents workplace stressor abusive supervision associated negatively 

and makes dissatisfied from work and personal activities. So, it depicts that the 

collected that supports the second hypothesis. While working in the abusive 

environment makes difficult situation for employees to perform properly.  

Thus, ultimately job stress is unresponsively affecting the employees to job and 

personal lives (Shah, 2013). stress has negative impact on employees professional and 

personal life with poor and negative impacts and lose satisfaction and shift their 

concerns into dissatisfied life activities (Shah, 2013). Because of job stress makes to 

happen artificial behavior of employees to just supersedes the skills, abilities, and 

knowledge. Being living in this environment employees are not capable of being 

satisfied with the demands of work in terms of mental state and physical state. Stressed 

individuals are harmful for mental and physical health ultimately which effect the 

performance of organization. Because of work pressure workers and unable to fulfill 

their role as husband, father or son. While the family also wants the staff to give them 

time and fun environment, but employees working under the supervision of an abusive 

manager it does not play their role at home. Such behavior of a manager is poor affects 

the family life of employees and results in family conflict at work. Work stress reduces 
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employees' self-esteem, and injects negligence on their part. That's right workers are 

not optimistic about the future. Because of the pressure of work, employees feel 

overwhelmed and foretelling future woes. They inaugurate hopeless and constant 

complaining not only at work but also in their usual life matters. 

Scheufele & Shan (2000) describe those different desires and requirements exist in a 

number of realms of life. A person has both achievements and sometimes fail to attain 

such requirements and wants because of the work-life problems. Mostly, research do 

have concern with the root cause of the problem that is becoming a hindrance to 

complete the task. There could be one clarification to increase the harmful acts by 

employees and their subordinates which ultimately increase the stress (Bell, Rajendran, 

and Theiler, 2012). The job stress has connected with deprived results of employees 

mental and extensive comfort in a lot of careers (Kinman & Jones, 2004). Thus, 

ultimately it prevents the stress unresponsively affecting employees job activities and 

personal life activities (Shah, 2013). To acknowledge the stress is much dangerous for 

an individual to cope the work and home responsibilities courteously and it decrease 

the job performance. As the relationship among abusive supervision also stress is sure, 

most importantly to evaluate the theoretical backgrounds that will help in many 

different behaviors to understand about the problem of improving work-life balance, 

stress management and life satisfaction to maintain the essence of life through changing 

in events at work (Demerouti et al., 2000). In spite of the fact about evidence of negative 

outcomes abusive supervision refer to that it creates such outcomes like stress and there 

are many problems will take step into existence which harm the work environment and 

work-life balance of employees. Research focus on the negative outcome that create by 

any work event and the most important factor is abusive supervision that effects the 

work-life balance of employees and prevent stress among them but with having positive 
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traits about personality can minimize the aggressive or negative impact on employees. 

Still, specific characters might similarly impact on in what manner boards respond to 

revelations to adverse turns at work. Whereas the behavior of boards of workplace 

mistreatment has mostly considered in directive to describe wherefore victimization 

might happen. AET explains what ensues amongst exertion measures and consequent 

operative defiance and performance by concentrating on the role of behavior. Even 

though this concept has originated to be observed as an imperative influence in 

explanation the origins and significances of disturb at effort, experimental investigation 

of the undeveloped conventions put onward in the classical is rare (Weiss & Beal, 

2005). The contemporary research therefore pursues to scrutinize whether AET’s 

essential estimates can be documented concerning conceivable belongings of 

acquaintance to work intimidation on the boards. After working on dark-triad traits 

researchers introduced reserve coded model with Light-triad traits Kaufman et al. 

(2019). It has been developed by utilizing three main terms names as Kantianism, 

Humanism and Faith in humanity over diversified and demographical samples. It 

describes the behaviors that reflects the believe of personalities of individuals structured 

by his nature. It also shows that value of individuals that makes that them from each 

other. It consists with individuals that have aversive behavior can deal with this type of 

personalities. Simultaneously, the light Triad Scale consider the attitude about care and 

beneficial orientation towards other people’s behavior. These three dimensions of 

personalities Kantianism, humanism and faith in humanism could be work as multiple 

positive aspects positive-oriented factor which present the strength of individuals and 

underpin the shifting aspect of the negative components towards the positive’s aspects 

in human.  The light triad components have reflection to human’ capabilities to resist, 

to an outsized degree, offensive and conceited judgements and desires which rise 
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individuals to interact in self-centered, instable, and antagonistic ways. The researches 

on light-triad traits have not been studied as much as on dark triad traits because it’s a 

reverse-coded model which newly introduced construct there are few studies that have 

used the Kaufman research (2019). By this, it represents the paradigm about theoretical 

values. But, consuming steered an in-depth study project during a powerful, the writers 

providing a good prosperity of statistical facts that allowed them to articulate 

stimulating and valued assumptions. The outcomes show higher tendency that influence 

the light-triad traits directions associates with satisfaction, sympathetic behavior, 

passionate attitude, receiving of others and thoroughness and opinions that individuals 

are righteous. The Light Triad Traits also related to capability, independence, protected 

addon attribute, self-respect, an intellect of validity, established confrontation 

attributes, and have lots of character fortes e.g., Forgiveness, kindness etc. On the other 

side, there is no such significance relations between the light Triad and insistence, 

external pressure and immature attributes. Adverse relations have identified the relation 

between the light Triad alignments, nervous, avoidant attachment (Kaufman et al., 

2019).  

The construct Light-triad traits is much influenced as a positive tribute to enhance the 

personal life behaviors and train them to behave proper at work-lace to make work 

environment pleasant and give the opportunity to employees to work with full potential 

abilities and skills. It suggests the exposed aspect of aggressive behavior which ensure 

non establish ‘human nature. In distinction, individuals remain additional probable 

towards observe and identify encouraging behavior facets in Donaldson et al., (2015). 

Furthermore, the examines about psychology in which they have positive traits 

contributed to individuals societal and emotional expansion Krok et al., (2015). Its 

emphasis on evading the excesses. Employees do not seem to be perfect on the basis of 
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rigid and strict behavior. Many employees would relevant in an accurate collection for 

in cooperation optimistic and undesirable features (Shen & Wyer, 2007). When creating 

ideas, entities incline to stimulate the inquiry procedure which considers favorable and 

unfavorable metaphors that significantly allow to manage the events and situations. 

Occupation requirements portrayed concerning engraving facet which people such as 

their jobs. It is stated by (Spector, 1985), an individual who respect their work and pay 

much attention on it to make their career delightful, it is similar as a schedule. 

Specifically, profession requirements are blending about attitudes of workers create 

approximately similar with their employments (C.-H. Lee & Moon, 2011). (Lambrou, 

Kontodi-Mopoulos, & Niakas, 2010) which convey acknowledged distinctive factors 

(e.g., work-stress, different compensation, load, in general fill in environment) that 

impact authorities employment fulfilment. There are many associations arrangements 

regulate Worker disappointment (Ghoniem, 2011).  

Abusive supervisory behavior has been viewed as significantly public matter and 

additional study is important to revenue a look at the situation influence. As a lively 

atmosphere stress, harmful regulation was connected with poor worker opulence, for 

instance, pessimism (Tepper, 2000), Nervousness (Hobman, Restubog, Bordia, & 

Tang, 2009), obsessive exhaustion (Hobman et al., 2009), and work disappointment 

(Kessler, Spector, Chang, & Parr, 2008). According to the consequences include results 

of the abusive supervision on adherent’s psychological affluence.   

The job preference is a significant element for employee’s stress as Yang and Kassekert 

(2010) restrained as the significant executive methods. On based this, employee’s role 

field preference is associated with the family dispute, desire, calmness, as well as self- 

induced welfare. At workplace it appeared into firm efficacy and efficiency as well as 

low worker turnover, exhaustion and absenteeism (Jung, 2013). Additionally, the 
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research is focused at work-family conflict, work stress & work pleasure of police 

officers in India, since law enforcement agency job is deliberated as an actual risky and 

unsafe occupation (Yang & Kassekert, 2010). Although, mostly stress is the condition 

for a discrete once the work subjects direct distinct to adapt, adjust otherwise transform 

the person’s intellectual and sensitive public in an attribute the workers are directed on 

the way to diverge their usual work behavior (Beehr & Newman, 1978). The suitability 

of job setting methods that reflects the workers, makes them feel job stress and 

injudicious fitting with salaried setting (S. Lee et al., 2013). Specifically, employees 

that have worked below abusive supervision and have severe job stress have 

contemplation to the psychosomatic outcomes of work stress. For instance., Stress, 

Impatience, distress, grief as well as work dissatisfaction that leads toward stress 

(Hunter & Thatcher, 2007). Among many pressures of work stress. In the research, it 

primarily emphasizes on the organization’s appreciation and pivotal results of the 

employee’s work wish. Employee’s work satisfaction is productive, optimistic, eager 

or positive emotive circumstances that cause the circumstances of the evaluation from 

one’s job understandings (Locke & Dunnette, 1976).  The reasons of work stress are 

elaborately known as stressors. Steers & Black (1994) has recognized them as 

collection of causes about job stress as: employee’s role imprecision, employees job 

role excess, organizational and subordinate letdown, principled hopes and complicated 

conclusions. Many researchers have known the work stressors as: overreach, extreme 

job freight, abusive supervision, abusive behavior, work burden, organizational dispute, 

position difference (Schultz & Schults, 2006).   

H3: Light-triad qualities significantly normalize the relationship between abusive 

supervision and stress   
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H4: It is the significant relationship between Light-triad traits and work-life 

balance   

According to Light-triad traits study that is based on positive behavior of employees at 

work place in which they can easily manage the stress and maintain the work-life 

balance.   

AET research refers that character traits help explain why individual’s responses could 

be different as they experience affecting events and emotions at work. Respectively, 

Weiss and Cropanzano (1996) claimed that individual tendencies (personal) might 

allow people to be more or less reactive to some particular situation than others. 

Implimented to the present studies they mainly focus on Light-triad traits. Constant 

stress leads to physical illness of employees like high blood pressure, heart attack etc. 

Stress affects performance because employees are unable to perform with that level of 

energy when they are exercising in depressing environment. Abusive supervision is the 

root cause of stress, anxiety, pressure in the workplace. An abusive supervisor treats 

employees as robots by increasing the operational tasks without rewards. Result of 

abusive supervisor behavior from the workplace to the family. The lives of workers and 

employees reflect anger and frustration at home. Because of work pressure workers and 

unable to fulfill their role as husband, father or son. While the family also wants the 

staff to give them time and fun environment, but employees working under the 

supervision of an abusive manager it does not play their role at home. Such behavior of 

a manager is poor affects the family life of employees and results in family conflict at 

work. Work stress reduces employees' self-esteem, and injects negligence on their part. 

That's right workers are not optimistic about the future. Because of the pressure of work, 

employees feel overwhelmed and foretelling future woes. They inaugurate hopeless and 

constant complaining not only at work but also in their usual life matters. To derive 
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AET (Weiss & Cropanzano, 1996), the aim of this study is to develop and authenticate 

a model regarding the antecedents and mediate in stress at the workplace. As discussed, 

our outcomes support the hypothesis. Particularly, we describe the exposure to 

offensive supervision that has a straight positive effect on underlings’ inclination to 

curate light-triad traits. The results are consistent with former studies that have been 

found by the subordinates to view their supervisors as role models and mostly approach 

their adverse behaviors (e.g., Lian et al., 2021b; Foulk et al., 2016). Furthermore, when 

employees are being mistreated by their managers, it influences the craving for job 

turnout, poor performance, tasks failure etc. Thus, when supervisors use to behave 

abusive it directed affect the performance of employees (Mitchell and Ambrose, 2007; 

Rosen et al., 2016). Particularly, abused underlings are used to look for original ideas 

to become a cause of intentional harm to others in the organization. Moreover, 

consistent with the fundamental hypothesis of AET, we describe that abusive 

supervision is accountable intended to transmission the result of work-life balance. 

According to AET, the present study determined the roles like moderating impact of 

light-triad traits which has both direct and indirect impact on abusive subordinates at 

work-place.  

2.6 Theoretical Framework 

This study analyzes the straight effect of abusive supervision on the work-life balance 

and the mediating role of stress along with considering the moderating role of Light-

triad traits.  
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Figure 2.1: Conceptual framework of the study  
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CHAPTER 3 

METHODOLOGY 

3.1  Research Design 

Research design elaborates the procedure of identification, classifying and management 

investigate. The key impartial of the present study to analyze the association amongst 

all the variable quantity usage here by with admiration to the private division startups, 

entrepreneurs of Pakistan. This part of study explains the type of study, settings side of 

the study, analysis and collection of data procedure etc.   

3.2  Study Type 

It determines the effect of abusive supervision on work-life balance. The present study, 

stress is the representator as mediator between abusive supervision and work-life 

balance. It based on correlation exploration study in place of the situation has been 

analyzed the variables in similar year in diverse areas of field based on small level 

businesses in private sector. It is directed for theoretical determination and due to stretch 

restrictions, convenience sampling technique remained usage. In Pakistan, isolated 

sectors lack high standards for struggling employees who are also struggling for their 

lives to fulfill their basic needs in this ambiance. So, abusive supervision and 

comparable contrary observations are communal at this point. Therefore, private sector 

organizations have been designated for this study.  

3.3 Study Background  

In instruction to fill the questionnaire, communication be situated to complete from the 

participants via online questionnaire on their work-place hereafter it is the area study. 

All were convinced about their responses allowing them to honestly fill their responses. 
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3.4 Research Interference  

There is no research related invasion possibility that a cause of affecting results has 

been practically consider in the study.  

3.5 UOA (Analysis) 

This study based on the components that has been individuals (employees belongs to 

diverse small businesses of private sector).  

3.1.1 Data Collection Process 

The significance of the present study is already been conducted in our country from 

small level-businesses field of work. However, general revelation of respondents also 

familiar with research variables. In general, individuals avoid to convey their feedback 

in regardless of research. In duration of accompanying the honest and valuable study 

which is still stays a challenging part for scholars. Later, data collection development 

from personnel of private area organization acquired considerable efforts.   

3.1.2 Population and Sampling 

3.1.2.1    Population  

The population of attention in this study includes the working employees in different 

working organization of small businesses based on private sector and conducted 

Pakistan.  

3.1.2.2    Sample and Procedures  

Convenience sampling technique is used in this research that perceive many limitations. 

Participants were approached by via students and senior working employees that must 

be professional and personal contacts. To measure excepting participants included: 
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1. Employees at workplace for less than 4 -6 months (ensuring that the supervisor 

also had done with repetitive evaluation of the subordinate at least once).  

2. The criteria of academic background must to an intermediatory qualify (to 

secure that they could easily understand and fill a questionnaire).  

Contribution of employees are volunteer and private. Questionnaires through 

preliminary via Google form stating intentions and significance of this study were 

scattered by promising the secrecy of responses end to end with respondent’ 

individuality and application of the similar objects of current study as summarize 

figures. Total 200 questionnaires were scattered amongst contributors out of whom I 

received 157 operational responses.  

3.3  Measures 

Data Collection and procedure 

Data were collected through online questionnaires from different organizations based 

on small level businesses from private sector. Approximately 157 respondents 

participate to fill the questionnaires by working employees and subordinators in 

accordance with the developed understanding of questionnaire items, concerning to the 

abusive supervision, work-life balance, stress, and light-triad traits. items have been 

responded to by the employees and subordinators on a 5-points Likert-scale where 

1(Strongly disagree) to 5 (Strongly agree). Questionnaire also consist of five 

demographic variables which include information regarding the respondent’s gender, 

age, qualification, work experience and job ranked or status. Although, none of the 

demographic variables revealed significant differences in any of the dependent 

variables, so did not control these in further analysis. 
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3.3.1 Scale and Reliability  

The scales used in this study research for data collection for each variable are 

following and its sources, no of items and reliability scores.  

Table 3.1: Reliability Scores and Variables with items no. and scale type 

Variable No. of items Reliability Scale Type 

Abusive Supervision 8 .857 Likert-Type scale 

Work-Life Balance 5 .900 Likert-Type scale 

Stress 6 .798 Likert-Type scale 

Light-Triad Traits 12 .698 Likert-Type scale 

Note: Acceptance level of reliability .90 is excellent. 

         Below .70 is lemmatizing the acceptance level. 

3.4  Analysis Tools 

Statistical program for social sciences (SPSS) version 25 was used to execute all the 

statistical tests. Preacher and Hayes (2008) mediation and moderation method process 

was used to carry out the mediation and moderation analyses. 

3.5 Characteristics of Data Collection 

Out of 157 respondents’ male respondents were 115 with 73.2% and female 

respondents were 43 with 26.8%. Although the age of respondents was divided into 

different categories like age less than 20 were 6 with 3.8%, age 21-30 were 139 with 

88.5%, age 31-40 were 12 with 7.6%. Whereas the qualification of the respondents, 

participants have different educational backgrounds like intermediate degree 

participants were 11 with 7%, graduation degree participants were 92 with 58.6%, 

master’s degree participants 33 with 21% and MS / MPhil degree participants were 21 
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with 13.4%. All the tabulated data that have above mentioned about the details that are 

given in table 1.2. 

3.6 Pilot Testing  

To test the reliability, a pilot test was conducted on 157 respondents by filing online 

questionnaire and it was found that three values were above 0.70 and therefore, the 

measures were found reliable. Further, the Cronbach’s Alpha of all sample size was 

tested and it was also found well within the range of good to excellent reliability. The 

Cronbach’s Alpha were calculated and are mentioned in Table 3.2.  

Table 3.2 : Respondents’ demographic characteristics 

Age 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

 less than 20 6 3.8 3.8 3.8 

21 to 30 139 88.5 88.5 92.4 

31 to 40 12 7.6 7.6 100.0 

Total 157 100.0 100.0  

Note: Number of respondents 157 categorize by age 
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Table 3.3: Respondents’ demographic characteristics 

Gender 

Male 115 73.2 73.2 73.2 

Female 42 26.8 26.8 100.0 

Total 157 100.0 100.0  

Note: Number of respondents 157 categorize by gender 

  

Table 3.4: Respondents’ demographic characteristics 

Qualification 

 Frequency Percent Valid Percent 

Cumulative 

Percent 

  Intermediate 11 7.0 7.0 7.0 

Graduation 92 58.6 58.6 65.6 

Mater 33 21.0 21.0 86.6 

MS/ M. Phil 21 13.4 13.4 100.0 

Total 157 100.0 100.0  

                        Note: Number of respondents 157 categorize by qualification 
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CHAPTER 4 

RESULTS 

4.1 Descriptive Statistics  

The descriptive statistics which show the maximum value of Gender is 2, where 1 coded 

for male and 2 coded for female. The variables used for present research in which I 

have used 5-point Likert scales from 1 to 5. The IV, i.e., Abusive Supervision’s mean 

is 3.83 and standard deviation (SD) is 0.063. The DV Work-Life balance mean is 3.40 

and SD is .0698. The mediator stress has mean 3.31 and SD is 0.057 whereas the 

moderator in the current study has mean 3.77 and SD is 0.0359. All the data that have 

mentioned above in being tabulated below to give a comprehensive overview about the 

descriptive statistics of current research.       

Table 4.1: Descriptive Statistics of the study 

 Statistic Std. Error 

Light-Triad 

Traits 

Mean 3.7741 .03598 

Skewness -.545 .194 

Kurtosis 1.231 .385 

Abusive 

Supervision 

Mean 2.8382 .06345 

Skewness -.093 .194 

Kurtosis -.488 .385 

Work-life 

balance 

Mean 3.4028 .06981 

Skewness -.387 .194 

Kurtosis -.462 .385 

Job Stress Mean 3.3134 .05704 

Skewness -.430 .194 

Kurtosis .054 .385 

Note: Describes the statistics of the study 
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4.2  Correlation Analysis  

The results reveal that correlation between variables of the present study in which 

investigating. The relationship between abusive supervision and work-life balance.  

H1: It is a significant relationship between abusive supervision and work-life balance 

which reporting Pearson correlation. The correlation of abusive supervision and work-

life balance was found to be low positive and statistically significant (r= .344, p<.001). 

Hence, H1 was supported. This show that a slight increase in abusive supervision would 

lead to a moderate work-life balance in the followers. It is a significant relationship 

between stress and work-life balance.  The significant relationship between stress and 

work-life balance which is reporting Pearson correlation. The correlation of stress and 

work-life balance was found to be high and statistically significant (r= .482, p<.001). 

Hence, H2 was supported. This show that has higher increase in stress that would lead 

to a high work-life balance in the followers. Investigating the relationship between 

Light-triad traits and stress. H3: It is a significant relationship between Light-Triad 

traits and Stress. By reporting Pearson correlation, the correlation of abusive 

supervision and work-life balance was found to be high and statistically significant (r= 

.436, p<.001).  

Table 4.2: Standard deviation of the study with sample size, means and minimum and 

maximum values 

Variable Sample size Min. Max. Mean MPhil. 

Age 157 1 5        ---     --- 

Gender 157 1 2        ---     --- 

Qualification 157 1 5        ---     --- 

Light-triad traits 157 2 5 3.7741 .03598 

Abusive Supervision 157 1 4 2.8382 .06345 

Stress 157 1 4 3.3134 .05704 

Work-Life Balance 157 1 4 3.4028 .06981 

Note: Shows the standard deviation and mean value 
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Hence, H3 was supported. This show that has high increase in Light-Triad traits would 

lead to a moderate stress in the followers. Investigating the relationship between Light-

Triad traits and work-life balance. H4: It is a significant relationship between Light-

Triad traits and work-life balance. By reporting Pearson correlation, the correlation of 

abusive supervision and work-life balance was found to be low positive and statistically 

significant (r= .191, p<.001). Hence, H4 was supported. This show that slight increase 

in Light-triad traits that would lead to a moderate work-life balance in the followers.  

Table 4.3: Correlation analysis 

N Variables Mean S.D. 1 2 3 4 

1. Abusive Supervision 2.83 .7950 1    

2. Work-Life Balance 3.40 .8747 .029 1   

3. Stress 3.31 .7146 .191* .344** 1  

4. Light-Triad Traits 3.77 .4507 .153 .436** .482** 1 

Note: N= 157 

*Correlation is significant at the 0.05 level (2-tailed) 

**Correlation is significant at the 0.01 level (2-tailed) 

The model summary of the current research which indicates the value of R is .466, 

adjusted R square is .217, F-change is 14.133. It is tabulated below this paragraph 

which has been resulted.  
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Table 4.4: Summaries the model 

  Job Stress WLB AS LTS Reliability  

JS 0.393    0.763 

WLB 0.059049 0.586   0.85 

AS 0.002601 0.001521 0.414  0.831 

LTS 0.000004 0.002704 0.000256 0.145 0.601 

Model Summary 

Model R Adj R*2 F Change Sig. F Change 

1. .466 .217 14.133 .000 

Note:  Independent Variable, Dependent Variable 

 

Table 4.5: F-value of the study 

F Value 14.133 

Mean Square 7.133 

Note: If R-squared value 0.3 < r < 0.5 this value is generally considered low effect size  if R-squared 

value r > 0.7 this value is generally considered strong effect size 

The Anova result summary which describes the determination of all the variables 

abusive supervision, work-life balance, stress and light-triad traits. The F value is 

14.133 and the mean square is 7.133.  

Table 4.6: Analyzing variables with t-values, vif, beta, standard coefficient and 

coefficients beta 

Variable Beta Std. Coeff Std Coeff 

Beta 

t- value VIF Sig. 

Light-Triad 

Traits 

-.107 .129 -.061 -.061 1.043 .408 

Work-Life 

Balance 

.167 .075 .183 .183 1.327 .028 

Stress .397 .091 .357 .357 1.310 .000 

Note: Significance of the variables  

 

The present study shows the results of coefficients where light-triad traits beta value is 

-.107, standardized coefficients beta was .129 with -.061, t value -.831, where 
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collinearity statistics of vif value were 1.043 and the significant value were .408. Work-

life balance beta value is .167, standardized coefficients beta was .075 with .183, t value 

2.225, where collinearity statistics of vif value were 1.327 and the significant value 

were .028. Stress beta value is .397 standardized coefficients beta was .091 with .357, 

t value 4.360, where collinearity statistics of vif value were 1.310 and the significant 

value were .000. 

4.3 Add Results 

In the table mentioned below (See Table 1), there is a statistical summary of study’s 

data. In which we have 157 respondents as we have discussed in the methodology 

section. There is no missing value in the data set we used for the analysis (See Table 

1). Based on the results we obtained there are mean, mediation and mode values of the 

data set, for example we have mean of Gender “1.13”, it means that respondents’ 

response are fall around 1.13 The mode value is tendency of answer, as we can see that 

we have “1” most number came in our Gender’s answer. Therefore, most respondents 

are Male in this study’s data set. Furthermore, minimum and maximum value used in 

the data set, as we know that gender has only two categories, therefore there is minimum 

value is 1 and maximum value is 2- used for the female. Same details are for the other 

questions which are presented in the Table -1. 

Table 4.6: Statistics of Data 

 GENDER AGE EDUCATION 

N Valid 104 104 104 

Missing 0 0 0 

Mean 1.14 2.44 3.33 

Median 1.00 2.00 3.00 

Mode 1 2 3 

Std. Deviation .353 .588 .806 

Variance .125 .346 .649 

Range 1 3 4 

Minimum 1 1 1 

Maximum 2 4 5 
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There are 85.58% males and 14.42% 

females in our data set, as we have 

discussed that we conducted data 

through Online questionnaire,  

 

 As figure -2 is showing that there are 

almost 55 percentage of age group 

between 21-30 as colored with green 

color. It is obviously that this group of 

people use more social media but this 

fact  

is presented in our data set.  

Out of 157 respondents’ male 

respondents were 115 with 73.2% and 

female respondents were 43 with 

26.8%. Although the age of 

respondents was divided into 

different categories like age less than 

20 were 6 with 3.8%, age 21-30 were 

139 with 88.5%, age 31-40 were 12 

with 7.6%. Whereas the qualification 

of the respondents, participants have 

different educational backgrounds 

like intermediate degree participants were 11 with 

7%, graduation degree participants were 92 with 58.6%, master’s degree participants 

33 with 21% and MS / MPhil degree participants were 21 with 13.4%. All the tabulated 

data that have above mentioned. Before we go to further analysis, we performed 

exploratory factor analysis to check each item’s contribution in the respective variable 

under study. We obtained the value of “Kaiser-Meyer-Olkin Measure of Sampling 

Adequacy” 0.567 which is not as per recommended (greater than 0.7), it may due to 

small size of sample for this analysis, and significant value is three steric (0.000, less 

than 0.05, see Table - 2).  

Figure 4. 1 

Figure 4.2 
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Table 4.7: KMO and Bartlett’s Test 

 

 

 

 

Almost all items have factor loading more than the recommended value (should be 

greater than 0.5). For example, Abusive Supervision has 10 items, the minimum factor 

loading in table (See Table - 3), and the maximum factor loading is 0.814 in the national 

culture’s items (Culture5, See Table – 3). Comprehensibility has 5 items and their factor 

loadings are between 0.578 and 0.697 (See Table – 3). The bottom line is that every 

item has contribution in the respective variable which is up to benchmark given in the 

past studies. 

4.4 Reliability and Validity 

We checked two different validities (convergent and Discriminant validity) and 

reliability of all four constructs (See Table – 4). 

First, we analyzed the convergent and discriminant validity of the seven constructs. 

Average variance extracted (AVE) for seven instruments was greater than the 

recommended value of 0.50 (Fornell & Larcker, 1981), but construct 

“Comprehensibility” has lowered the validity in this analysis, may be due to small size 

of this research, demonstrating satisfactory convergent validity. Discriminant validity 

was established since the AVE for each construct was greater than any squared 

correlations (Campbell & Fiske, 1959; See Table – 4.8). 

  

 Table 4.8: Convergent and Discriminant Validity, Reliability  

  JS WLB AS LTS Radiality  

JS 0.393    0.763 

WLB 0.059049 0.586   0.85 

AS 0.002601 0.001521 0.414  0.831 

LTS 0.000004 0.002704 0.000256 0.145 0.601 

Notes: The bold values on the diagonal represent convergent validities (AVE). Values in the columns are 

the squared inter item correlations (discriminant validities when compared to the AVEs). Bold values in 

the last column present Cronbach’s alpha internal consistency reliability estimates.   
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Finally, the four constructs showed high internal consistency and reliability (See Table 

– 4), with Cronbach alpha values of 0.763 for Jos Stress, 0.85 for Work-life Balance, 

0.831 for Abusive Supervision, 0.601, 0.77 for Intention of Use, 0.601 for Light-triad 

traits (See Table – 4), all greater than the recommended value of 0.7 (Nunnally 1978). 

4.5 Model Fit  

Table 4.8: Model Fit of Models 

Models Description of Model 
Model Fit Indices 

x2 Df x2/df GFI NFI CFI RMSEA 

Model 1: 11 Factors Model Hypothesis Model 2293.188 1297 1.768 .362 .230 .357 0.086 

Model 2: 9 Factors Model Alternative Model-1 1765.171 1016 1.737 .575 .257 .379 0.085 

Model 3: 9 Factors Model Alternative Model-2 1766.522 1017 1.737 .574 .257 .379 0.085 

Model 4: 9 factors Model Alternative Model-3 1764.638 1017 1.735 .583 .270 .380 0.084 

Model 5: 6 Factors Model Alternative Model-4 1121.425 691 1.623 .629 .467 .534 0.078 

 

CFA: CONFIRMATROY FACTOR ANALYSIS 

Direct effects and indirect effects of independent variables on dependent 

As we have discussed previously, we selected alternative model (See Model -5) for the 

further analysis. By performing the analysis of direct and indirect effects analysis by 

using AMOS. According to the results we obtained the first independent variable 

(Abusive Supervision) has direct effect on dependent variable (Work-life Balance). 

There are indirect effects of Light triad traits on work life balance via (stress) mediator.  

First, age’s direct effect on abusive supervision is 0.202 (See Table - 7). The indirect 

effect stress on work-life balance through comprehensibility (Mediator) is negative (-

0.001), The first hypothesis is accepted that abusive supervision positively effects the 

work-life balance.  The direct effect light triad traits 0.000, therefore we cannot reject 

our null hypothesis (Hypothesis 1.1).  Second, “work-life balance” is direct associate 

to stress has direct effect 0.009 which is positive.   

Third, abusive supervision showed the negative effects in all models, but based on our 

analysis we may say that stress is negatively influences the work-life balance, it means 
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that as stress is going upward, uptake of fake news will be reduced. Therefore, we do 

not reject our null hypothesis. Fourth, the second independent variable (abusive 

supervision) has positive direct effect on both mediators, on work-life balance it has 

.587**, (See Table – 7), effects are significant. There is no direct effect of Light triad 

traits. Whereas indirect effects of national culture on both variables which are 

significantly positive. Thus, we may argue that abusive supervision has positive 

influence on both variables, based on these results we accept our alternative hypothesis. 

As we selected alternative Model as discussed previously. 

  



56 
 

CHAPTER 5 

DISCUSSIONS & CONCLUSION 

H1: There is a significant collaboration between abusive supervision and work-life 

balance. 

The results are lined up with precedent cited researches and literature about abusive 

supervision that increase the chances of work life balance disagreement among 

employees. A recent approach of determining that spoils supervision is connected to 

overflow on employees and colleagues, family life, personal space or life, and in 

addition to this life form attached to higher phases of work life balance (Tepper, 2000) 

and family demoralization performances (Brass, 2006). Besides that, fact between 

abusive supervision and work-life balance which simultaneously inaugurate 

internationally particular regulatory occurrence (Spector et al., 2007). Although, the 

first hypothesis of the study has attained strong support from results of the data 

collected. Abusive supervision of subordinates that include multiple negative facets of 

supervisor behavior like aggression, manipulation, verbal abuse, wrong directions, 

misleading etc. such sort of behavior of subordinates influence the stress, anxiety, 

frustration in employees. To some extent employees are unable to cope up with this 

behavior of supervisor. Therefore, this negative behavior indicates disturbance in work-

life balance. Stress lead phycological pathetic mood swings, aggression occur rare but 

with this it becomes usual for employees not just in organizational professional hours 

but also happen in personal space time like with family. Work-life balance will severely 

be disturbed by this kind of behavior of supervisor. So employees can’t focus on work, 

losing job tasks, overburdened work, work tasks errors obviously lead to failure of 

performance which automatically become a cause. Therefore, it’s not easy for 
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employees to incubate limits between professional and personal life responsibilities. 

These two are the main realms for a person which is fighting an internally to fulfill the 

demands of his/her life. Being serving just one domain means you are sacrificing the 

other. At work place employees are not on the position to resist the supervisor, so he 

sacrifices the other activities, which conclusively become a cause of dissatisfy the 

family relations. Abusive supervision is categorized into two terms i.e., passive and 

aggressive behavior. The first, passive represents the mediocre level of bullying from 

supervisor side like ignoring and avoiding employees and their requirements, barrier in 

providing important information. While abusive supervision includes, devaluing 

employees in front of others, humiliation, verbal abuse etc. Employees are easy target 

for such supervisor to exerting their power and authority. This sort of supervisor’s 

treatment decreases the morale of employees, which leads tension, anxiety, frustration 

life. This stress becomes the part of employees’ life. And employees are not capable to 

perform their role effectively in family activities. Based on affective event theory, 

negative behavior of supervision will devour psychological resources of employees, 

abusive supervisor is the main stressor to reduce the employee’s potential, resources, 

by treating them shabby, conclusively employees can’t perform personal and 

professional life activities. Stress also fragile the mental state of mind and imbalance 

the conditions into worst ones.  

H2: It is a collaborative relationship of stress between abusive supervision and 

work-life balance. 

In hypothesis 2, which describes the connection of stress between abusive supervision 

and work-life balance and agreement was accepted. It shows that abusive supervision 

activates the stress and create life disturbance in work-life balance either professional 

or personal.  
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The results are in favor of hypothesized and literature which have been cited and it 

refers that subordinate’s indentation of abusive supervision are linked that indulge into 

decrying (Kernan et al., 2011), and low-quality relational trades (Lian et al., 2012). In 

advance, abusive supervision is directly associate with supervisors and subordinate’s 

propensity to participate in shattered trainings at work-place (Mitchell & Ambrose, 

2007) and at home (D.Carlson et al., 2012). It is clear that abusive supervision brings 

negative outcomes and in result stress takes place. It affects the employees personal and 

professional life both. In this research which represents workplace stressor abusive 

supervision associated negatively and makes dissatisfied from work and personal 

activities. So, it depicts that the collected that supports the second hypothesis. While 

working in the abusive environment makes difficult situation for employees to perform 

properly. Thus, ultimately job stress is unresponsively affecting the employees to job 

and personal lives (Shah, 2013). As the relationship between abusive supervision and 

stress is certain, most importantly to evaluate the root cause of the problem. It also leads 

to turnover at workplace because it diminishing the satisfaction of an employee and 

bring doubts n employees or in an individual. Because of this, employees convert into 

negative behavior, skeptical and cynical to be doubtful individually in their personal 

lives. This lack of enthusiasm they live disappointed and stressful life, and it is the main 

challenging point for employees. Such kind of negative results of the abusive 

supervision make it clear that being suffering from abusive behavior at workplace spoils 

their satisfaction at their normal course of action.  

 

Hypothesis 3 & 4 

H3: Light-triad traits association with the moderation between abusive 

supervision and stress   
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H4: It is the association between Light-triad traits and work-life balance 

The outcomes of both third hypothesis were insignificant; while the fourth hypothesis 

results were supported by the results of the current study research.  

It is stated that stress is a mediator between supervision and work-life balance and light-

triad traits moderates the relationship which is insignificant. On the other hand, fourth 

hypothesis that light-triad traits could support that variable work-life balance. The 

outcome of third hypothesis is a contradictory one to the existing literature, researches 

and studies, while the fourth hypothesis are in stick with the cited and stated literature 

of previous studies (Kinman & Jones, 2004) that job stress has subordinate extensively 

with poor effects on employees mental and physical well-being in many professions. 

Stress brings huge amount of emotional cost to employees and dissatisfaction life 

activities (Blackburn, Horowits, Edington and Klos, 1986; Skakon et al., 2010). 

Consequently, stress has negative impact on employees professional and personal life 

with poor and negative impacts and lose satisfaction and shift their concerns into 

dissatisfied life activities (Shah, 2013). Because of job stress makes to happen artificial 

behavior of employees to just supersedes the skills, abilities, and knowledge. Being 

living in this environment employees are not capable of being satisfied with the 

demands of work in terms of mental state and physical state. Stressed individuals are 

harmful for mental and physical health ultimately which effect the performance of 

organization. Regular stress leads to physical disease for employees like high blood 

pressure, heart attack etc. stress disturbs the routine of employees that makes them 

incapable to achieve their tasks once they are physical trained in depressive atmosphere. 

Abusive supervision is the root cause of stress, anxiety, pressure in the workplace. An 

abusive supervisor treats employees as robots by increasing the operational tasks 

without rewards. Result of abusive supervisor behavior from the workplace to the 
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family. The lives of workers and employees reflect anger and frustration at home. 

Because of work pressure workers and unable to fulfill their role as husband, father or 

son. While the family also wants the staff to give them time and fun environment, but 

employees working under the supervision of an abusive manager it does not play their 

role at home. Such behavior of a manager is poor affects the family life of employees 

and results in family conflict at work. Work stress reduces employees' self-esteem, and 

injects negligence on their part. That's right workers are not optimistic about the future. 

Because of the pressure of work, employees feel overwhelmed and foretelling future 

woes. They inaugurate hopeless and constant complaining not only at work but also in 

their usual life matters. Deriving on AET (Weiss & Cropanzano, 1996), the aim of the 

present theory research is to enhance and authorize a perfect concerning the 

backgrounds and mediates of stress at the work-place. As it is projected, obtain the 

results support with the hypothesis. Particularly, it describes the acquaintance to 

abusive supervision that has a direct impact on subordinates’ disposition to curate light-

triad traits. The results are reliable with preceding researches which found subordinates 

understanding about their supervisors as role models and are highly lined their negative 

behaviors (e.g Lian et al., 2021b; Foulk et al., 2016). Furthermore, employees are being 

mistreated by their managers, it influences the desire to turnout the job and work with 

bad performance. Thus, when supervisors use to behave abusive it directed affect the 

performance of employees (Mitchell and Ambrose, 2007; Rosen et al., 2016). 

Particularly, mistreated assistants are used to pursue the original ideas to become a 

cause that intentionally harm the others at work-place. Moreover, acquiring the focused 

assumptions of AET, we describe the abusive supervision is accountable for transmittal 

the effect of work-life balance. The AET research, this present study examines the 

moderating role of light-triad which has direct and indirect effect of abusive supervision 
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and on work-life balance which stress plays the mediating role between them. The 

finding indicates that the light-triad traits declining the relationship of abusive 

supervision and work-life balance as well as the relationship between light-triad traits, 

work-life balance and stress, it suggests that employees are high on the light-triad traits 

are primitive to harm others in response of abusive supervision specifically individuals 

are concerned of their performances not being observed as damaging (Kaufman et al., 

2019). Results are unaffected with preceding field of researches that specifies the 

employee’s behavior who possessed constructive behaviors that are not as much to be 

unfair by negative work events. It seems much productive method to cope up with 

negative events at work-place (e.g., Tang and Defender, 2009; Sulea et al., 2013).  

Although, the finding shows that light-triad traits temporarily moderate the secondary 

effect of abusive supervision on stress with work-life balance. And the mediated 

relationship has strong at lower levels of the Light-triad traits and vice-versa.  

 

5.1 Theoretical Contributions 

The current study has many theoretical contributions, the purpose is to expand our 

sympathetic way of things pattern it explains that stress create disturbance in our work-

life balance which is planned to essentially, psychologically and materially imbalanced 

and leads to failure like performance, tasks failure and personal life get affect and make 

employee unable to fulfil the home activities and responsibilities. Results exposed that 

stress arises in response to picture the abusive supervision, when workers are being 

abused by their managers, it influences the employees want to turnout their job. 

Therefore, when supervisors use to behave abusive it directed affect the performance 

of employees (Mitchell and Ambrose, 2007; Rosen et al., 2016). This study takes an 

important role in this field of course that by this supervisors’ performance in over-all, 
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specifically abusive supervision, impression operatives’ stress and imbalance work-life. 

AET theory, describes the procedure by which abusive supervision inductions the 

employers’ stress and create negative outcomes at the workplace by not fulfill the 

professional and personal life activities and tasks. In last, the contribution to literature 

by investigating the moderating characters of the newly introduced Light-Triad Traits 

on the direct and indirect influences of abusive supervision on the work-life balance via 

stress. The recent refection of AET framework process strongly emphasis on different 

type of behavioral traits laterally with the restraint of procedures associating affecting 

actions to demonstrative responses to behaviors (e.g., Weiss and Beal, 2005; Weiss and 

Kurek, 2003). Kaufman et al., (2019) that research should determine whether or not the 

Light-Triad traits have an influence on the personality’s propensity to associate in 

abusive behavior below demanding work situation. The present researches respond to 

the challenge the need to extend the constructive behavior traits and it contributes to 

the AET theory research by adding recently presented light-triad traits as a modifying 

factor in a perfect investigate Notably, the theoretic contributions are also distinct to 

AET and extents this background by determining behavior effects the strong point of 

full procedure amongst working events, reactions and behavior.  

5.2 Practical Implications 

The way in which subordinates supervises at the workplace of others has always been 

considered a crucial feature for employees to further work on it. So, it is pivotal role for 

organization and their manager to comprehend that what activates workers to create 

disturbance to their work-life balance. The results of the present study provide the 

extensive understandings by determining abusive supervision and work-life balance 

that provoke stress and light-triad personality traits play role. Moreover, the findings 

demonstrate the continuous experience to managerial abuse compensations by the 
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employers with their subordinators relation as it known as mistreated supervisors to 

sense like unsatisfied towards their manager for not satisfying their requirements and 

bring negative emotional outcomes this lead to emphasis on aggressive behavior which 

is being intentional negative behavior with other at the work-place. Therefore, 

administrations should confirm that their employees and workers are honorable, 

appreciated and valued, mainly they should not be mistreated by subordinates. In this 

context, some researchers have planned several approaches for abbreviating abusive 

behavior at work-place;(a) refining management choice events to encouragement the 

appointment of severe personalities in managerial places (Mathieu and Babiak,2016) 

;(b) by implementing zero acceptance procedures in contradiction of abusive 

managerial behavior (Restubog et al., 2011) ;(c) by providing training sessions to 

supervisors about how to control anger and negative outcomes to abusive behavior and 

(d) enhancing productive problem-solving methods to minimalize the negative 

employee’ responses against abusive supervision (Mitchell and Ambrose, 2012). In 

addition, this, Gonzalez-Morales et al., (2018) refers to those administrations must offer 

sympathetic supervision. This exercise training will support to persuade managers to 

take advantage to themselves.  The association of discontinuous sympathetic 

management for manipulation and to offer them with some assistances required to 

deliver such training. This study reveals that individuals might be possible to get 

disturbed by abusive supervision that triggers stress and imbalance the work-life. In 

last, the finding of the present research, recommends that persons must be high on 

Light-Triad personality traits make them capable to manage the negative work events 

more productively compared with others. Those who are high on the Light-Triad traits 

struggle to preserve high-quality relationship with their employees and afraid of that 

how they get affected by others. consequently, must reimbursement different 
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consideration to their performances of not presence observed as abusive behavior 

(Kaufman et al., 2019). Therefore, organization must struggle to employee’ 

personalities of those who have optimistic personality traits and enthusiastic to opt such 

kind of personality traits particularly Light-triad traits. Organizations must refer to 

comprise behavior trials in the time of collection. Furthermore, workplaces like small 

organizations likewise stimulated to change their interferences to enhance the Light-

trad traits physical characteristics of current employees.  

5.3 Limitations and Future Research Directions 

The present study has several restrictions that suggests multiple chances for future 

study. It is plausible of assumption that individuals who are engaged in stress it affect 

their work-life balance personal and professional activities, with consequences that 

have an influenced of existence the board of abusive supervisors’ behavior after 

subordinates or others. First, consider this restriction, future trainings and studies use 

longitudinal enterprise that could examine a casual instruction amongst the study 

variables. Secondly, the results indicates that stress mediates the relationship between 

abusive supervision and work-life balance. Furthermore, research could need to remain 

to see the sights by other mediators (e.g., malevolent creativity, expressive collapse) 

associate with abusive supervision and work-life balance. Third, the present study just 

determines subordinate-level which acts as a moderator (via., Light-triad traits) process 

that have impact on hypothesized that process of stress, light-triad traits. Future study 

examine administrative background variable quantity as moderators (e.g., management 

style with the association or workplace. Fourth, statistics in the present research were 

attained from small-level working businesses in private sector. More research across 

multiple samples, with Pakistan from different studies. Thus, it refers administrative 

investigators to sense justifiable in using different construct that fac many problems 
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regarding the appropriateness. Furthermore, future researches engage many 

foundations (e.g., work peers) to demonstrate the rate of recurrence with which 

contributors involve in stress, light-triad traits.  
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CONCLUSION 

The variable abusive supervision is a concern matter for employees and harmful for 

organizational work performance and maintenance. The present study indicates that 

abusive supervision has the possibility to become a cause of stress amongst employees 

and disturb their work-life balance. Although, assistants who have higher-level of 

Light-triad traits has been a lesser concern to involve in stress in response of abusive 

supervision and work-life balance. 
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APPENDIX  

1.1  Section 1  

 1 2 

Gender Male Female 
 

 1 2 3 4 5 

Age Less than 20 21-30 31-40 41-50  Above 50 
 

 1 2 3 4 5 

Qualification Intermediate Graduation Master MS/MPhil PHD 

 

1.2  Section 2  

1.2.1 Light-triad traits: Insert your mark opinion in regard of the option  

1 = “Strongly Disagree, 2 = “Disagree”, 3 = “Neutral”, 4 = “Agree”, 5 = “Strongly Agree” 

 

Light-triad Traits  1 2 3 4 5 

LT1 I tend to see the best in people      

LT2   I tend to trust that other people will deal fairly with me      

LT3 I think people are mostly good      

LT4 I’m quick to forgive people who have hurt me      

LT5 I tend to admire others      

LT6 I tend to applaud the successes of other people      

LT7 I tend to treat others as valuable 
     

LT8   I'm enjoying to listen from individual about all walks of life      

LT9   I prefer honesty over charm      

LT10   I don’t feel comfortable overtly manipulating people to do something      

LT11   I would like to be authentic even if it may damage my reputation      

LT12   When I talk to people, I rarely think about what I want from them      
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1.3 Section 3 

1.3.1 Abusive Supervision: Insert your mark opinion in regard of the option  

1 = “Strongly Disagree, 2 = “Disagree”, 3 = “Neutral”, 4 = “Agree”, 5 = “Strongly 

Agree” 

 

Abusive Supervision  1 2 3 4 5 

AS1   My manager ridicules me      

AS2 My manager tells me my thoughts or feelings are stupid      

AS3 My manager gives me the silent abusive treatment      

AS4   My manager puts me down in front of others      

AS5 My manager invades my privacy      

AS6 My manager reminds me of my past mistakes and failures      

AS7 My manager doesn't give me credit for jobs extra working hours 
     

AS8 My manager blames me to save himself/herself from embarrassment 
     

 

1.4 Section 4  

1.4.1 Work-life Balance: Insert your mark opinion in regard of the option  

1 = “Strongly Disagree, 2 = “Disagree”, 3 = “Neutral”, 4 = “Agree”, 5 = “Strongly 

Agree” 

 

 Work-life Balance 1 2 3 4 5 

WLB1 Working hours conflicts with family activities      

WLB2 Working hours demands more, I can’t manage balance with Family 

responsibilities 

     

WLB3 My job demands more than my family      

  WLB4 My job persuade stress that makes it difficult to fulfill family duties      
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1.5 Section 5  

1.5.1 Job Stress: Insert your mark opinion in regard of the option  

1 = “Strongly Disagree, 2 = “Disagree”, 3 = “Neutral”, 4 = “Agree”, 5 = “Strongly 

Agree” 

Job Stress 1 2 3 4 5 

JS1 You had much stress at work      

JS2 Being upset because of unexpected work      

JS3 Nervous or stressed out at work place      

JS4 I have to deal irritating hassles at work      

JS5 I'm suffering from stressful events at work      

JS6 I'm dealing many problems at workplace      

 


