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Distribution networks and services are one of the major business drivers in
any economy. The present study attempted to examine what is the impact of
some of the deleterious work prospects on employees working in the
distribution businesses on their psychological work wellbeing. Therein, the
study examined the role and impact on work stressors including abusive
supervision, emotional demands and workload on employees work
engagement. Five major distribution companies were sampled in the present
study to examine these relationships on the staff level employees. Structural
equation modelling using PLS 2.0 M3 resulted in significant negative impact
of abusive supervision on employees’ work engagement. Accordingly,
emotional demands also posed a significant negative impact on employees’
psychological resources thus decreasing their work engagement. In parallel,
workload also reported a significant negative impact in a similar fashion. The
study has forwarded noteworthy implications based on findings for the
distribution businesses in particular and service based occupations in
general. The study also sheds light on limitation and scope for future studies.

© 2019 The Authors. Published by IASE. This is an open access article under the CC
BY-NC-ND license (http://creativecommons.org/licenses/by-nc-nd/4.0/).

1. Introduction

Work stress is becoming a major issue across the
globe and makes critical influences on people
(Korner et al., 2012; Twumasi and Gyensare, 2016).
Employees across the various organizations and
occupational setups have been reportedly
mentioning various kinds of stressful entities that
are seriously causing negative impact on their
behaviors and work outcomes. For example,
stressful work elements like job demands like
emotional demands and workload have been found
resulting in work anxiety (Melchior et al., 2007);
burnout (Crawford et al., 2010; Schaufeli and Bakker,
2004); mental strain (Karasek, 1979); sickness
(Demerouti et al., 2009) and emotional exhaustion
(Van Jaarsveld et al., 2010). In parallel, such stressful
elements also affect performance aspects (Bakker et
al, 2004) and engagement (Crawford et al., 2010;
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Demerouti et al., 2014). Notably, recent studies have
underlined another element causing stressful
situations at work thus, resulting in depleting
employee behaviors and outcomes and that is
abusive supervision (Tepper, 2000). Abusive and
disrespectful supervisor or immediate manager has
been found damaging employees' job morale ignites
resistance behaviors (Tepper, 2007) and often found
resulting in disobedience from subordinates
(Mitchell and Ambrose, 2007).

Important to note that abusive supervision or
incidents of supervisors/managers showing abusive
behaviors have also been reported occurring more
often in complex work environments (Martinko et
al,, 2013). Accordingly, abusive supervision has also
been found affecting employees work behaviors (Lyu
et al, 2016) thus, reportedly resulting in damaged
work outcomes. Likewise, emotionally charged
situations have also been reported as significantly
damaging individual’s psychological resources (e.g.,
Totterdell and Holman, 2003). Studies have reported
that emotionally pressing situations at the
workplace pose a significant negative impact on
employees’ work engagement.

Since jobs in all major supply chain domains
ranging from logistics to distribution are reported
being full of stressful situations, the present study
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attempted to explore as to what length, abusive
supervision, emotional demands and workload poses
negative effect on employees’ work engagement.

2. Literature review
2.1. Work stress in service based employments

Service based jobs are faced with stressful
demands (work-family conflict, emotional discord,
and long work hours, etc.) that influence employees’
job outcomes and motivation deleteriously (Zhao
and Mattila, 2013). Healthy literature underlines that
not all stressors can have a negative effect on
employees’ outcomes. Cavanaugh et al. (2000)
classified stressors into two distinct categories:
hindrance stressors and challenge stressors. It has
been claimed that the first stressor (hindrance) has a
negative impact on the job outcomes (Crawford et
al, 2010). While the second stressor (challenge)
activates employees’ motivation and job outcomes
since it aims at increasing positive emotions,
personal accomplishment and growth (LePine et al,

2005).
The stressor-strain-result viewpoint or the
wellbeing hindrance procedure of the ]D-R

demonstrate has been utilized to find out whether
work requests increment strain and hence contrarily
impact representative dispositions and practices. For
instance, in an investigation of forefront workers in
the Korean the travel industry and accommodation
industry, Choi et al. (2014) found that client related
social stressors alleviated administration
recuperation execution and client introduction
through passionate weariness. Accordingly, study
has also underlined that client contact
representatives were sincerely depleted because of
enthusiastic cacophony, and along these lines, were
disappointed with the activity (Lee and Ok, 2012).
According to Podsakoff et al. (2007) anyone might
expect, strain/passionate weariness prompts
negative employment results, since it expands
negative emotional situation and perceptions.

There are many types of stressors that may have
a direct impact on job outcomes and that could be
attitudinal or behavioral. It is essential for
employees to understand as to whether job demands
and other similar elements have implications for
their well-being (Judge and Colquitt, 2004).
Challenge stressors contribute strongly and enhance
job satisfaction and thus employees see them as a
positive attribute since they help in personal
development and accomplishment. They are also
linked to high motivation and have a positive
influence on work engagement Crawford et al’s
(2010).

2.2. Work stress in the distribution based jobs
Particularly, across the distribution jobs majority

of the job roles are reportedly said to be highly
stressful not only mentally but also physically
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(Ferguson et al., 2012) hence, prone to resulting in
lowering employee positive behaviors and work
outcomes. In the distribution jobs, the effect of such
elements becomes higher since the job requires the
incumbent to be strong both, mentally as well as
physically. Conclusively, keeping in view the tough
nature of job role and responsibilities demanding
mental and physical strength, it becomes crucial for
employees to have a work environment that is free
from all the stressful elements.

According to Cheung and Rowlinson (2007), in
supply chain and related job roles, the most
important things is the relationship management
which can help enhance employee behavior and
outcomes. This idea automatically leads us to
understand how damaging it could be if there is an
abusive supervisor. Bulk of evidences and corporate
reports can be tracked outlining distribution
networks and jobs there to be highly stressful in
terms of workload and demanding requirements
(Mulky, 2013). Likewise, there is a lot said regarding
the number of stressful incidents that occur in the
jobs related to supply chain and similar roles
including distribution (Macdonald, 2014) principally
due to tough time lines and humungous quantity of
work. However, talking about empirical results,
there is dearth of research in terms of how such
stressful elements including emotional demands,
workload and abusive supervision can effect
employees’ positive behaviors and outcomes in the
distribution businesses.

2.3. Work engagement

A number of researches (Sorenson, 2013; Ahmed
et al, 2016; 2019) pointed the importance of
engagement in achieving high and profitable results
at the work place. Work engagement has a
constructive relation with job performance and
other important work-related outcomes (Ahmed et
al, 2015; 2017b; 2019; Afsar et al, 2019). It is
defined as a positive state of mind that leads
employees to be dedicated, highly immersed, and
able to perform well in their jobs (Schaufeli et al,
2002; Bakker and Schaufeli, 2008). In fact, even if the
literature is rich on how engagement can have a
positive relation with work performance it
presumably fails to outline the factors that could
impair engagement levels (Crawford et al, 2010).
According to some scholars, engagement underlines
alignment between physical, emotional and cognitive
energies. Engaged employees have a strong
connection with their workplace. Though, some of
studies have also pin pointed engagement to vary
from one point to another (Sonnentag, 2003). As it
the case for many constructs, engagement varies
between and within the person (Thoresen et al,
2003).

2.4. Abusive supervisor and work engagement

According to Tepper (2000), abusive supervision
denotes to the length to which the employees views
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his/her supervisors using hostile language and
behaviors towards its subordinates. The explanation
defines that abusive supervisor works with a
subjective attitude which results in serious negative
behaviors and outcomes. For example, study by
Zellars et al. (2002), abusive supervisors can damage
employees’ citizenship behaviors. Accordingly,
empirical study by Yu and Duffy (2016) has
suggested that supervisor’s abusive behavior can
negatively consequent on careers of employees. The
study further suggested that supervisors that use
immoral language and hostile nonverbal behavior to
their employees generally fail to push them to
responsively achieve the organizational goals.
Accordingly, study by Forrester et al. (2016) have
asserted that supervisor’s abusive attitude can result
in depleting psychological resources of the
employees thus resulting in elements such as
anxiety, frustration and work demotivation.
Important to note that abusive supervision or
incidents of supervisors/managers showing abusive
behaviors have also been reported occurring more
often in complex work environments (Martinko et
al, 2013; Stefan, 1997). Accordingly, abusive
supervision has also been found affecting employees
work behaviors (Lyu et al., 2016) thus, reportedly
resulting in damaged work outcomes.

Pertaining to engagement, limited studies can be
found reporting about this its association with
abusive supervision. For instance, study by Barnes et
al. (2015), abusive supervisors result in damaging
work engagement levels. Moreover, recent study by
Dai et al. (2019) has asserted that abusive supervisor

has serious consequences towards  work
engagement. Thus, based on these empirical
understandings, the present study tested the
following:

H1: There will be a significant relationship between
abusive supervisor and work engagement

2.5. Emotional demands and work engagement

Emotional demands refer to emotionally
stimulating situations at work (Heuven et al., 2006);
which lead individuals towards work strain
(Totterdell and Holman, 2003). Studies can be traced
outlining the deleterious effect of emotional
demands on work engagement (Schaufeli and
Bakker, 2007). These studies have underlined that
emotionally challenging situations and experiences
from customers and/or work prospects can distract
employees from bringing full energy and absorption
towards their work hence damaging work
engagement. Very recent study by Van Woerkom et
al. (2016) on 832 respondents from Dutch mental
health organizations found that emotional demands
positively enhanced absenteeism. The study found
that high job demands discouraged individual
attachment with work and resulted them being
absent from work. Consequently, Bakker and Sanz-
Vergel (2013) reported emotional demands acting as
a challenge thus, strengthening resources to enhance
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work engagement whilst workload working the
other way. Henceforth, there are significant
empirical evidences available suggesting the
deleterious impact of emotional demands on work
engagement however, there is little known
pertaining to this relationship in the distribution
businesses in general and in Bahrain in particular.
Therefore, the following hypothesis was tested:

H2: There will be significant negative relationship
between emotional demands and work engagement

2.6. Workload and work engagement

Workload refers to the amount of work an
employee is asked to do. Most of the times this is
accompanied by strict deadlines (Van Veldhoven and
Meijman, 1994a). The term is also associated with
negative outcomes since it can generate outcomes
such as absenteeism and exhaustion Van Woerkom
et al. (2016). Workload can affect the employee
psychologically since it can stress them and create a
negative connection with the work (Llorens et al.,
2007) and thus affect work engagement (Schaufeli
and Bakker, 2004; Siregar, 2018).

Schaufeli and Bakker (2004) stated that work
engagement is affected negatively by workload. It is
also commonly known that employees in different
sectors experience different quantity of workload
that can have a harmful connotation sometimes since
if it affects work engagement. However, study of
Crawford et al. (2010) found that work engagement
may not be necessarily affected by workload since it
all depends on employees. If workload is considered
as a challenge and results in bringing more energy
and connectivity with work, it will not be considered
as negative. Henceforth, the current study tested the
following:

H3: There will be a significant negative relationship
between workload and work engagement

3. Methodology
3.1. Operationalization of the constructs
The present study operationalized work

engagement based on the definition of Schaufeli et al.
(2002) as positive work-based state that brings

energy that an employee exerts towards
responsively positive outcomes in their work.
Accordingly, emotional demands were

operationalized in the current study based on the
assertions of Heuven et al. (2006) as perceptions of
employees about the emotionally stimulating
situations at work from the work and clients in
contact. Similarly, the present study operationalized
workload as burden of work and time pressures on
the job based on the definition of Van Veldhoven and
Meijman (1994a). Lastly, the present study
operationalized abusive supervisor as interpersonal
mistreatment of the immediate authority; (generally
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the supervisor) with the employee based on the
definition of Tepper (2000).

3.2. Measurements

Work engagement was tested using the shorter
version of Utrecht university engagement scale
UWES (Schaufeli et al, 2006). Emotional demands
were tested through using the 6-item scale by Van
Veldhoven and Meijman (1994a) which inquires
individuals pertaining to emotionally charged
situations that can face at the workplace.
Accordingly, Workload was assessed through using
11-item scale by Van Veldhoven and Meijman
(1994b) asking respondents pertaining to work
burden and time constraints on the job. Lastly, Scales
by Tepper et al. (2011) have been popularly used for
testing abusive supervision and its consequences.
The present study used 6 items by combining 4-item
scale from Tepper et al. (2011) and 3-item scale from
Tepper et al. (2004) whilst eliminating one repeated
item.

3.3. Control variables

With the objective of assuring the hypothesized
relationships between the antecedents and work
engagement are not cofounded; the present study
controlled the demographic variables including age
(continuous variable) and years of experience
(concinuous).

3.4. Sampling

5 major distribution companies operating in the
food business in Bahrain were sampled for this
study. Therein, staff level employees including
loaders, drivers, fleet supervisors, distribution
supervisors, food supply coordinators, shift in-
charge and daily delivery contractors were targeted
as respondents for the study. Reason behind
choosing these employees were mainly two
employees in these job roles play the tougher yet
crucial role in ensuring the distribution network
achieves its daily objectives hence, it seemed
important to understand how they go handle
stressful elements. Secondly, the authors found no

specific study putting particularized attention on the
role and impact of emotional demands, workload
and abusive supervision on the engagement of these
employees. Table 1 provides information pertaining
to number of employees in each of the companies
based on details provided by them.

Table 1: Company names and number of employees in the
chosen roles

S. No. Company Name Number of Employees
1 Trafco Group 138
2 HHM Group 132
3 Yaquby International 116
4 Somco Bahrain 87
5 Middle East Food Company 54
Total 527

Table of Krejcie and Morgan (1970) was referred
to outline the minimum number of samples required
to choose respondents for the total of 527. As per the
table, 226 is the minimum number of respondents
required to conduct the study effectively. Keeping in
view the assertions of some authors (Sekaran and
Bougie, 2010), authors should distribute a greater
number of questionnaires in order to ensure
considerable response rate. Henceforth, 550
questionnaires in total were distributed across the
five companies based on the percentage of share
against the total number of required respondents
through using proportionate stratified random
sampling technique (Sekaran and Bougie, 2010).
Table 2 provides further details in this regard.

3.5. Response rate

The data collection attempts were taken with
regular visits to the chosen companies whereby,
individual members working in the company were
also made responsible to facilitate the process. A
total of 469 questionnaires were received back after
the 6-week primary data collection process which
turned to be 85.2 % as initial response rate.
However, 97 questionnaires were discarded due to
their = incompleteness. In  conclusion 372
questionnaires were taken for data analysis and
interpretation thus, terming 67.63% as the final
response rate.

Table 2: Sample size and number of respondents from each company

Required

S.No Company No of Staff % of Population . . Round off
Questionnaires

1 Trafco Group 138 26.18 143.5 144
2 HHM Group 132 25.04 137.7 138
3 Yaquby International 116 22.01 121 121
4 Somco Bahrain 87 16.55 91 91
5 Middle East Food Company 54 10.25 56.3 56

Total 550

3.6. Data analysis

Structural equation modelling using Smart PLS
2.0 M3 was used for the present study (Ringle et al.,
2005). In this, based on the recommendations of
Hair et al. (2016), two stage process was followed
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which includes assessment of measurement model
and assessment of structural model. More and more
studies are focusing on structural equation
modelling using Smart PLS approach these days
(Ahmed et al., 2017b; Umrani et al.,, 2016; 2018).
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3.7. Measurement model assessment

In the first stage, the current study tested the
psychometric properties of the model constructs
including internal consistency, reliability and
convergent validity. Table 3 and Fig. 1 provides these
details whereby; the individual item loadings were
assessed following the assertions of Hair et al
(2016). Therein, the loadings are supposed to be
equal or great than 0.5. For the construct of
emotional demands, 2 items were deleted due to
loading not meeting the recommended threshold.
Accordingly, 6 items were also removed from
workload construct for the same reason. In parallel,
reliability and validity of the constructs was also
ensured through following the instructions of
Fornell and Larcker (1981) whereby, the AVE scores
are suggested to be 0.5 or above. Table 3 highlights
that all the constructs have responsively achieved
the threshold. Accordingly, composite reliability for
each of the construct was also ensured where the CR
value should be great than or equal to 0.7. Table 3
underlines that all the constructs attaining
significant composite reliability scores, ranging
between 0.881 to 0.915 thus achieving the
recommendations of Bagozzi and Yi (1988).

After confirming the principle psychometric
properties, the present study also examined
discriminant validity whilst following the assertions
of Fornell and Larcker (1981). Therein, the authors
have suggested taking the square root of the AVE
scores which should result in greater value
compared to other scores in a cross loadings table.
Table 4 provides further details in this regard,

WL1 WLz wL2 WL4 WL7
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assuring significant discriminant validity amongst
the latent constructs of the scientific study.

Table 3: Loadings, AVE and composite reliability

Construct  Loadings  AVE Composite Reliability R2
Abusive Supervisor 0.610 0.903
ABS1 0.7110
ABS2 0.7326
ABS3 0.8111
ABS4 0.8147
ABS5 0.8194
ABS6 0.7911
Emotional Demands 0.588 0.850
ED2 0.6884
ED3 0.7453
ED5 0.7793
ED6 0.8460
Work Engagement 0.607 0.915 0.683
WE1 0.7754
WE3 0.8236
WE4 0.8242
WES 0.8162
WE6 0.7820
WES8 0.6843
WE9 0.7383
Work Load 0.599 0.881
WL1 0.7876
WL2 0.7184
WL3 0.8014
WL4 0.8128
WL7 0.7461

3.8. Assessment of structural model

Upon successfully confirming the psychometric
properties, the present study furthered to stage 2
whereby, significance of the path coefficients was
assessed to test the hypothesized relationships.
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Fig. 1: Measurement model
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Table 4: Discriminant validity

Abusive Supervisor Emotional Demands Workload Work Engagement
Abusive Supervisor 0.7811
ED -0.0182 0.7669
WL -0.0442 0.7019 0.7741
Work Engagement -0.0502 -0.5812 -0.5651 0.7792

Therein, 5000 bootstraps were applied on 371
samples and the results found significant negative
impact of emotional demands on employees’ work
engagement (3=-0.1190; t=2.3203). The finding has
landed support to the first hypothesized relationship
asserting that employees in the distribution
businesses  experiences emotionally = charged
situations which badly affected their work wellbeing
(work engagement). The findings are consonant to
the empirical results of (Schaufeli and Bakker, 2007)
suggesting that people at work experience emotional
demands whereby, they experience bad behavior
from the work environment or from the clients
which depletes their engagement with the work. The
findings also have confirmed the assertions of
studies (Gursoy et al., 2011; Zhao and Mattila, 2013)
suggesting that stressful things at work can damage
employees’ positive behaviors and outcomes. The
findings hence underline that any elements that
ignite emotional sensitivities at the workplace can be
dangerous not only the person experiencing but also
for the organization he/she works for. Pertaining to
service businesses, one can also foresee its serious
consequences especially whilst handling clients. The
findings are in agreement with Schaufeli and Bakker
(2004) and Ahmed et al. (2017a) asserting that
emotional challenges can negatively affect
psychological work wellbeing of employees.

Accordingly, the present study also worked to
outline the impact of workload on work engagement
and the bootstrap results outlined that excessive
workload drains physical energies which can lead
towards reducing immersion and vigor towards job

WL ‘ | wL2 | | wLs | | W4 ‘ | WL

42935 19408 23 33968 o oon
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WL

2320

34,938

20746734 27
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thus, negatively affecting work engagement (= -
0.1253; t=2.3846). The results are in agreement with
Taipale et al. (2011) that also underline significant
negative impact of workload on employees’ work
engagement. Pertaining to hotel industry in Jordan,
the findings have underlined that employees
experienced more assigned work with tough
deadlines and emotional challenges which affected
their work engagement significantly.

Likewise, the results also reported significant
negative impact of abusive supervisor on employees
work engagement in the hotel industry in Jordan
(B=-0.6717; t=16.257). The results hence suggest
that employees in the hotel industry experienced
rude and misbehaving attitude from their immediate
supervisors which decreased their commitment,
absorption and passion towards work thus, affecting
their work engagement. On a comparison, abusive
supervision has termed to be highly negatively
significant than emotional demands and workload.
This therefore points that hotel employees are
experiencing abusive supervision more than
emotional demands and workload.

4. Discussion and implications

Based on the results showed in Fig. 2 and Table 5,
the study forwards significant implications for
theory and practice. Pertaining to theory, the present
study has confirmed the assertions of JD-R model
asserting that demands and challenging situations at
work can affect employee wellbeing.
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Table 5: Hypotheses results

Relationship Beta Std Error t-value Decision
Abu Supervisor -> Work Engagement -0.671 0.041 16.257 Supported
ED -> Work Engagement -0.119 0.051 2.320 Supported
WL -> Work Engagement -0.125 0.052 2.384 Supported

Thus, making us understand that challenging
situations like abusive supervisor, workload and
emotional demands can negatively affect employees’
work behaviors such as engagement. On the course
of practice, the present study has reported that
employees’ work engagement can be nurtured
through positive prospects at work but if they face
elements that would result in hindering their work
then it would result in depleting their psychological
well-being. In line with this argument, the findings of
the present study have underlined that abusive
supervision is not healthy for businesses and can
make a considerable impact on employees’
attachment and immersion in the work thus
resulting in affecting individual and organizational
performance. though it is a global issue (Martinko et
al,, 2013) yet still management can do much about it
through  bringing appropriate policies and
consequences in place (Ahmed et al, 2017a).
Henceforth, distribution companies in Bahrain need
to work likewise to ensure that there are policies
and practices in place that could help employees
mistreated by their supervisors. This on a larger note
is also important to be addressed since mistreated
employees will never be able to serve customer as
per expected or provide highest level of customer
service. Accordingly, the findings also imply
businesses particularly the service sector employees
to understand the critical impact of emotional
challenges at work. The finding has suggested that
distribution business employees face a variety of
emotional challenges particularly while dealing with
customers and the rude gestures which affects their
engagement. Training interventions can turn out to
be very effective in helping employees in the
distribution business to understand and tackle such
demands (Schweizer et al, 2013). Thus,
organizations can bring focused training programs to
help their employees to cope up with such issues at
work to ensure they do not lose out on their
psychological wellbeing at work (engagement).
Lastly, the study also found significant negative
impact of workload and employee employees’ work
engagement. Scholarly work from past suggests that
supervisory support can be of great help for people
experiencing work stress and other similar issues
(Kirmeyer and Dougherty, 1988).

4.1. Limitations and scope for further studies

The present study has underlined some of the
very important elements that organizations need to
understand and manage to look after employees’
work engagement. However, despite these elements,
there are certain prospects that future studies may
attempt to look into. At first, the study only worked
on testing work stressors hence, future studies may
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look into examining factors that could potentially
enhance engagement. In parallel, future studies may
also look at other possible stressors to help educate
scholars and corporate accordingly. The present
study also looked at major distribution businesses in
Bahrain hence limiting its findings in terms of
drawing causal inferences. Future studies therefore
may look into sampling more companies both, locally
as well as from abroad. Likewise, longitudinal
approach may also be used by future scholars since
the present study collected primary data through
cross-sectional approach.

4.2. Conclusion

Towards the end, the present study has
empirically indicated towards the work stress issue
faced by employees in the distribution businesses in
Bahrain. The study has concluded that similar to
other studies conducted world-wide, abusive
supervision, emotional demands and workload is
being experienced by employees in the distribution
businesses in Bahrain as well. Moreover, the present
study has also reported that these stressors are
making a significant negative impact on the
engagement of employees as well. The findings have
concluded that regardless of the sector and
occupational set ups, these elements largely have a
negative impact on employees work engagement.

Compliance with ethical standards
Conflict of interest

The authors declare that they have no conflict of
interest.

References

Afsar B, Umrani WA, and Khan A (2019). The impact of perceived
calling on work outcomes in a nursing context: The role of
career commitment and living one’s calling. Journal of Applied
Biobehavioral Research, 24(1): 1-18.
https://doi.org/10.1111/jabr.12154

Ahmed U, Kura KM, Umrani WA, and Pahi MH (2019). Modelling
the link between developmental human resource practices
and work engagement: The moderation role of service
climate. Global Business Review.
https://doi.org/10.1177/0972150919837813

Ahmed U, Majid AHA, and Zin MLM (2016). HR moderating HR:
Critical link between developmental HR practices and work
engagement in a moderated model. Management Review: An
International Journal, 11(2): 4-22.

Ahmed U, Phulpoto W, Umrani WA, and Abbas SI (2015). Diving
deep in employee training to understand employee
engagement. Business and Economics Journal, 7(1): 1-4.

Ahmed U, Shah MH, Siddiqui BA, Shah SA, Dahri AS, and Qureshi
MA (2017a). Troubling job demands at work: Examining the
deleterious impact of workload and emotional demands on


https://doi.org/10.1111/jabr.12154
https://doi.org/10.1177/0972150919837813

Ahmed et al/International Journal of Advanced and Applied Sciences, 6(8) 2019, Pages: 90-99

work engagement. International Journal of Academic
Research in Business and Social Sciences, 7(6): 96-106.
https://doi.org/10.6007 /IJARBSS/v7-i6 /2949

Ahmed U, Umrani WA, Pahi MH, and Shah SMM (2017b). Engaging
PhD students: Investigating the role of supervisor support and
psychological capital in a mediated model. Iranian Journal of
Management Studies, 10(2): 283-306.

Bagozzi RP and Yi Y (1988). On the evaluation of structural
equation models. Journal of the Academy of Marketing
Science, 16(1): 74-94.
https://doi.org/10.1177,/009207038801600107

Bakker AB and Sanz-Vergel Al (2013). Weekly work engagement
and flourishing: The role of hindrance and challenge job
demands. Journal of Vocational Behavior, 83(3): 397-409.
https://doi.org/10.1016/j.jvb.2013.06.008

Bakker AB and Schaufeli WB (2008). Positive organizational
behavior: Engaged employees in flourishing organizations.
Journal of Organizational Behavior: The International Journal
of Industrial, Occupational and Organizational Psychology and
Behavior, 29(2): 147-154.
https://doi.org/10.1002/job.515

Bakker AB, Demerouti E, and Verbeke W (2004). Using the job
demands-Resources model to predict burnout and
performance. Human Resource Management, 43(1): 83-104.
https://doi.org/10.1002/hrm.20004

Barnes CM, Lucianetti L, Bhave DP, and Christian MS (2015). You
wouldn’t like me when I'm sleepy”: Leaders’ sleep, daily
abusive supervision, and work unit engagement. Academy of
Management Journal, 58(5): 1419-1437.
https://doi.org/10.5465/amj.2013.1063

Cavanaugh MA, Boswell WR, Roehling MV, and Boudreau JW
(2000). An empirical examination of self-reported work stress
among US managers. Journal of Applied Psychology, 85(1):
65-74.
https://doi.org/10.1037//0021-9010.85.1.65
PMid:10740957

Cheung YKF and Rowlinson S (2007). Supply chain engagement
through relationship management? In the Building Across
Borders Built Environment Procurement CIB W092
Procurement Systems, Newecastle, New South Wales,
Australia: 119-126.

Choi CH, Kim TT, Lee G, and Lee SK (2014). Testing the stressor-
strain-outcome model of customer-related social stressors in
predicting emotional exhaustion, customer orientation and
service recovery performance. International Journal of
Hospitality Management, 36: 272-285.
https://doi.org/10.1016/j.ijhm.2012.09.009

Crawford ER, LePine JA, and Rich BL (2010). Linking job demands
and resources to employee engagement and burnout: A
theoretical extension and meta-analytic test. Journal of
Applied Psychology, 95(5): 834-848.
https://doi.org/10.1037/a0019364 PMid:20836586

Dai YD, Zhuang WL, and Huan TC (2019). Engage or quit? The
moderating role of abusive supervision between resilience,
intention to leave and work engagement. Tourism
Management, 70: 69-77.
https://doi.org/10.1016/j.tourman.2018.07.014

Demerouti E, Bakker AB, and Leiter M (2014). Burnout and job
performance: The moderating role of selection, optimization,
and compensation strategies. Journal of Occupational Health
Psychology, 19(1): 96-107.
https://doi.org/10.1037/a0035062 PMid:24447224

Demerouti E, Le Blanc PM, Bakker AB, Schaufeli WB, and Hox ]
(2009). Present but sick: A three-wave study on job demands,
presenteeism and burnout. Career Development International,
14(1): 50-68.
https://doi.org/10.1108/13620430910933574

Ferguson SA, Allread WG, Burr DL, Heaney C, and Marras WS
(2012). Biomechanical, psychosocial and individual risk

97

factors predicting low back functional impairment among
furniture distribution employees. Clinical Biomechanics,
27(2):117-123.
https://doi.org/10.1016/j.clinbiomech.2011.09.002
PMid:21955915 PMCid:PMC3796440

Fornell C and Larcker DF (1981). Structural equation models with
unobservable variables and measurement error: Algebra and
statistics. Journal of Marketing Research, 18(3): 382-388.
https://doi.org/10.1177/002224378101800313

Forrester ], Darden TR, Dimotakis N, Simon L, and Tepper B]
(2016). Abusive supervision and anxiety: Effects of stability
and change. Academy of Management Proceedings, 2016(1):
14964.
https://doi.org/10.5465/ambpp.2016.14964abstract

Gursoy D, Boylu Y, and Avci U (2011). Identifying the complex
relationships among emotional labor and its correlates.
International Journal of Hospitality Management, 30(4): 783-
794.
https://doi.org/10.1016/j.ijhm.2010.10.009

Hair JF, Hult GTM, Ringle C, and Sarstedt M (2016). A primer on
partial least squares structural equation modeling (PLS-SEM).
Sage Publications, Thousand Oaks, USA.
https://doi.org/10.15358/9783800653614

Heuven E, Bakker AB, Schaufeli WB, and Huisman N (2006). The
role of self-efficacy in performing emotion work. Journal of
Vocational Behavior, 69(2): 222-235.
https://doi.org/10.1016/j.jvb.2006.03.002

Judge TA and Colquitt]JA (2004). Organizational justice and stress:
The mediating role of work-family conflict. Journal of Applied
Psychology, 89(3): 395-404.
https://doi.org/10.1037/0021-9010.89.3.395
PMid:15161400

Karasek JRA (1979). Job demands, job decision latitude, and
mental strain: Implications for job redesign. Administrative
Science Quarterly, 24(2): 285-308.
https://doi.org/10.2307 /2392498

Kirmeyer SL and Dougherty TW (1988). Work load, tension, and
coping: Moderating effects of supervisor support. Personnel
Psychology, 41(1): 125-139.
https://doi.org/10.1111/j.1744-6570.1988.tb00635.x

Korner A, Reitzle M, and Silbereisen RK (2012). Work-related
demands and life satisfaction: The effects of engagement and
disengagement among employed and long-term unemployed
people. Journal of Vocational Behavior, 80(1): 187-196.
https://doi.org/10.1016/j.jvb.2011.05.004

Krejcie RV and Morgan DW (1970). Determining sample size for
research  activities.  Educational and Psychological
Measurement, 30(3): 607-610.
https://doi.org/10.1177/001316447003000308

Lee JJ] and Ok C (2012). Reducing burnout and enhancing job
satisfaction: Critical role of hotel employees’ emotional
intelligence and emotional labor. International Journal of
Hospitality Management, 31(4): 1101-1112.
https://doi.org/10.1016/j.ijhm.2012.01.007

LePine JA, Podsakoff NP, and LePine MA (2005). A meta-analytic
test of the challenge stressor-hindrance stressor framework:
An explanation for inconsistent relationships among stressors
and performance. Academy of Management Journal, 48(5):
764-775.
https://doi.org/10.5465/am;j.2005.18803921

Llorens S, Schaufeli W, Bakker A, and Salanova M (2007). Does a
positive gain spiral of resources, efficacy beliefs and
engagement exist? Computers in Human Behavior, 23(1): 825-
841.
https://doi.org/10.1016/j.chb.2004.11.012

LyuY, Zhu H, Zhong HJ, and Hu L (2016). Abusive supervision and
customer-oriented organizational citizenship behavior: The
roles of hostile attribution bias and work engagement.


https://doi.org/10.6007/IJARBSS/v7-i6/2949
https://doi.org/10.1177/009207038801600107
https://doi.org/10.1016/j.jvb.2013.06.008
https://doi.org/10.1002/job.515
https://doi.org/10.1002/hrm.20004
https://doi.org/10.5465/amj.2013.1063
https://doi.org/10.1037/0021-9010.85.1.65
https://doi.org/10.1016/j.ijhm.2012.09.009
https://doi.org/10.1037/a0019364
https://doi.org/10.1016/j.tourman.2018.07.014
https://doi.org/10.1037/a0035062
https://doi.org/10.1108/13620430910933574
https://doi.org/10.1016/j.clinbiomech.2011.09.002
https://doi.org/10.1177/002224378101800313
https://doi.org/10.5465/ambpp.2016.14964abstract
https://doi.org/10.1016/j.ijhm.2010.10.009
https://www.google.com/search?rlz=1C1GGRV_enIR813IR816&q=Thousand+Oaks&stick=H4sIAAAAAAAAAOPgE-LUz9U3sEw2MC9R4gAxiyySLbSMMsqt9JPzc3JSk0sy8_P084vSE_MyqxJBnGKrjNTElMLSxKKS1KJihZz8ZLDwIlbekIz80uLEvBQF_8TsYgB7d5RDWwAAAA&sa=X&ved=2ahUKEwiXrfGO5ZXiAhXS26QKHVwZAfIQmxMoATAZegQIDhAH
https://doi.org/10.15358/9783800653614
https://doi.org/10.1016/j.jvb.2006.03.002
https://doi.org/10.1037/0021-9010.89.3.395
https://doi.org/10.2307/2392498
https://doi.org/10.1111/j.1744-6570.1988.tb00635.x
https://doi.org/10.1016/j.jvb.2011.05.004
https://doi.org/10.1177/001316447003000308
https://doi.org/10.1016/j.ijhm.2012.01.007
https://doi.org/10.5465/amj.2005.18803921
https://doi.org/10.1016/j.chb.2004.11.012

Ahmed et al/International Journal of Advanced and Applied Sciences, 6(8) 2019, Pages: 90-99

International Journal of Hospitality Management, 53: 69-80.
https://doi.org/10.1016/j.ijhm.2015.12.001

Macdonald K (2014). The politics of global supply chains. John
Wiley and Sons, Hoboken, USA.

Martinko MJ, Harvey P, Brees JR, and Mackey ] (2013). A review of
abusive supervision research. Journal of Organizational
Behavior, 34(S1): S120-S137.
https://doi.org/10.1002/job.1888

Melchior M, Caspi A, Milne BJ, Danese A, Poulton R, and Moffitt TE
(2007). Work stress precipitates depression and anxiety in
young, working women and men. Psychological Medicine,
37(8): 1119-1129.
https://doi.org/10.1017/S0033291707000414
PMid:17407618 PMCid:PMC2062493

Mitchell MS and Ambrose ML (2007). Abusive supervision and
workplace deviance and the moderating effects of negative
reciprocity beliefs. Journal of Applied Psychology, 92(4):
1159-1168.
https://doi.org/10.1037/0021-9010.92.4.1159
PMid:17638473

Mulky AG (2013). Distribution challenges and workable solutions.
IIMB Management Review, 25(3): 179-195.
https://doi.org/10.1016/.iimb.2013.06.011

Podsakoff NP, LePine JA, and LePine MA (2007). Differential
challenge stressor-hindrance stressor relationships with job
attitudes, turnover intentions, turnover, and withdrawal
behavior: A meta-analysis. Journal of Applied Psychology,
92(2): 438-454.
https://doi.org/10.1037/0021-9010.92.2.438
PMid:17371090

Ringle CM, Wende S, and Will A (2005). SmartPLS 2.0 (M3) Beta.
Hamburg, Germany.

Schaufeli WB, and Bakker AB (2004). Job demands, job resources,
and their relationship with burnout and engagement: A multi-
sample study. Journal of Organizational Behavior, 25(3): 293-
315.
https://doi.org/10.1002/job.248

Schaufeli WB, Bakker AB, and Salanova M (2006). The
measurement of work engagement with a short
questionnaire: A cross-national study. Educational and
Psychological Measurement, 66(4): 701-716.
https://doi.org/10.1177/0013164405282471

Schaufeli WB, Salanova M, Gonzilez-Roma V, and Bakker AB
(2002). The measurement of engagement and burnout: A two
sample confirmatory factor analytic approach. Journal of
Happiness Studies, 3(1): 71-92.
https://doi.org/10.1023/A:1015630930326

Schweizer S, Grahn ], Hampshire A, Mobbs D, and Dalgleish T
(2013). Training the emotional brain: Improving affective
control through emotional working memory training. Journal
of Neuroscience, 33(12): 5301-5311.
https://doi.org/10.1523/JNEUROSCI.2593-12.2013
PMid:23516294

Sekaran U and Bougie R (2010). Research methods for business: A
skill building approach. John Willey & Sons Ltd, Chichester,
UK.

Siregar E (2018). Occupational stress and employee performance:
A case study of plantation companies in Riau province.
Management Science Letters, 8(5): 327-340.
https://doi.org/10.5267/j.msl.2018.4.015

Sonnentag S (2003). Recovery, work engagement, and proactive
behavior: A new look at the interface between nonwork and
work. Journal of Applied Psychology, 88(3): 518-528.
https://doi.org/10.1037/0021-9010.88.3.518
PMid:12814299

Sorenson S (2013). How employee engagement drives growth.
Gallup Business Journal, 1: 1-4.

98

Stefan S (1997). You'd have to be crazy to work here: Worker
stress, the abusive workplace, and title I of the ADA. Loyola of
Los Angeles Law Review, 31(3): 1795-846.

Taipale S, Selander K, Anttila T, and Natti ] (2011). Work
engagement in eight European countries: The role of job
demands, autonomy, and social support. International Journal
of Sociology and Social Policy, 31(7/8): 486-504.
https://doi.org/10.1108/01443331111149905

Tepper BJ (2000). Consequences of abusive supervision. Academy
of Management Journal, 43(2): 178-190.
https://doi.org/10.2307 /1556375

Tepper BJ] (2007). Abusive supervision in work organizations:
Review, synthesis, and research agenda. Journal of
Management, 33(3): 261-289.

Tepper BJ], Duffy MK, Hoobler ], and Ensley MD (2004).
Moderators of the relationships between coworkers'
organizational citizenship behavior and fellow employees’
attitudes. Journal of Applied Psychology, 89(3): 455-465.
https://doi.org/10.1037/0021-9010.89.3.455
PMid:15161405

Tepper BJ, Moss SE, and Duffy MK (2011). Predictors of abusive
supervision: ~ Supervisor  perceptions of deep-level
dissimilarity, relationship conflict, and subordinate
performance. Academy of Management Journal, 54(2): 279-
294,
https://doi.org/10.5465/amj.2011.60263085

Thoresen CJ, Kaplan SA, Barsky AP, Warren CR, and de Chermont
K (2003). The affective underpinnings of job perceptions and
attitudes: A meta-analytic review and integration.
Psychological Bulletin, 129(6): 914-945.
https://doi.org/10.1037/0033-2909.129.6.914
PMid:14599288

Totterdell P and Holman D (2003). Emotion regulation in
customer service roles: Testing a model of emotional labor.
Journal of Occupational Health Psychology, 8(1): 55-73.
https://doi.org/10.1037//1076-8998.8.1.55
PMid:12553529

Twumasi E and Gyensare M (2016). Antecedents of employee job
stress: Evidence from the insurance industry in Ghana.
Management Science Letters, 6(9): 609-616.
https://doi.org/10.5267/j.msl.2016.7.005

Umrani WA, Kura KM, and Ahmed U (2018). Corporate
entrepreneurship and business performance: The moderating
role of organizational culture in selected banks in Pakistan.
PSU Research Review, 2(1): 59-80.

Umrani WA, Mahmood R, and Ahmed U (2016). Unveiling the
direct effect of corporate entrepreneurship’s dimensions on
the business performance: A case of big five banks in Pakistan.
Studies in Business and Economics, 11(1): 181-195.
https://doi.org/10.1515/sbe-2016-0015

Van Jaarsveld DD, Walker DD, and Skarlicki DP (2010). The role of
job demands and emotional exhaustion in the relationship
between customer and employee incivility. Journal of
Management, 36(6): 1486-1504.

Van Veldhoven M and Meijman T (1994a). The measurement of
psychosocial job demands with a questionnaire (VBBA).
Nederlands Instituut voor Arbeidsomstandigheden (NIA),
Amsterdam, Netherlands.

Van Veldhoven M and Meijman T (1994b). Het meten van
psychosociale arbeidsbelasting met een vragenlijst: de
vragenlijst beleving en beoordeling van de arbeid (VBBA).
Nederlands Instituut voor Arbeidsomstandigheden (NIA),
Amsterdam, Netherlands.

Van Woerkom M, Bakker AB, and Nishii LH (2016). Accumulative
job demands and support for strength use: Fine-tuning the job
demands-resources model using conservation of resources
theory. Journal of Applied Psychology, 101(1): 141-150.
https://doi.org/10.1037/apl0000033 PMid:26121090


https://doi.org/10.1016/j.ijhm.2015.12.001
https://www.google.com/search?rlz=1C1GGRV_enIR813IR816&q=Hoboken,+New+Jersey&stick=H4sIAAAAAAAAAOPgE-LUz9U3MMotLypT4gAxK_LMk7S0spOt9POL0hPzMqsSSzLz81A4VhmpiSmFpYlFJalFxYtYhT3yk_KzU_N0FPxSyxW8gGKplQBz0krjWQAAAA&sa=X&ved=2ahUKEwiPx__r1ZXiAhUHGuwKHZ8hDyAQmxMoATAWegQIDRAL
https://doi.org/10.1002/job.1888
https://doi.org/10.1017/S0033291707000414
https://doi.org/10.1037/0021-9010.92.4.1159
https://doi.org/10.1016/j.iimb.2013.06.011
https://doi.org/10.1037/0021-9010.92.2.438
https://doi.org/10.1002/job.248
https://doi.org/10.1177/0013164405282471
https://doi.org/10.1023/A:1015630930326
https://doi.org/10.1523/JNEUROSCI.2593-12.2013
https://doi.org/10.5267/j.msl.2018.4.015
https://doi.org/10.1037/0021-9010.88.3.518
https://doi.org/10.1108/01443331111149905
https://doi.org/10.2307/1556375
https://doi.org/10.1037/0021-9010.89.3.455
https://doi.org/10.5465/amj.2011.60263085
https://doi.org/10.1037/0033-2909.129.6.914
https://doi.org/10.1037/1076-8998.8.1.55
https://doi.org/10.5267/j.msl.2016.7.005
https://doi.org/10.1515/sbe-2016-0015
https://doi.org/10.1037/apl0000033

Ahmed et al/International Journal of Advanced and Applied Sciences, 6(8) 2019, Pages: 90-99

Yu L and Duffy MK (2016). A moral licensing perspective of https://doi.org/10.1037//0021-9010.87.6.1068
abusive supervision and career consequences. In the PMid:12558214
Conference of Academy of Management, Briarcliff Manor, USA, . o .
2016(1): 15269. Zhao XR and Mattila AS (2013). Examining the spillover effect of
https://doi.org/10.5465 /ambpp.2016.15269abstract frontline .employees' work-family co.nﬂlct.on their affe.ctlve
work attitudes and customer satisfaction. International
Zellars KL, Tepper BJ, and Duffy MK (2002). Abusive supervision Journal of Hospitality Management, 33: 310-315.
and subordinates' organizational citizenship behavior. Journal https://doi.org/10.1016/j.ijhm.2012.10.001

of Applied Psychology, 87(6): 1068-1076.

99


https://doi.org/10.5465/ambpp.2016.15269abstract
https://doi.org/10.1037/0021-9010.87.6.1068
https://doi.org/10.1016/j.ijhm.2012.10.001

	Abuse, emotions, and workload in the distribution business: Implicationsfor employees’ engagement
	1. Introduction
	2. Literature review
	2.1. Work stress in service based employments
	2.2. Work stress in the distribution based jobs
	2.3. Work engagement
	2.4. Abusive supervisor and work engagement
	2.5. Emotional demands and work engagement
	2.6. Workload and work engagement

	3. Methodology
	3.1. Operationalization of the constructs
	3.2. Measurements
	3.3. Control variables
	3.4. Sampling
	3.5. Response rate
	3.6. Data analysis
	3.7. Measurement model assessment
	3.8. Assessment of structural model

	4. Discussion and implications
	4.1. Limitations and scope for further studies
	4.2. Conclusion

	Compliance with ethical standards
	Conflict of interest
	References


