











Abusive Supervision in Israel: 
Psychological and Organizational Antecedents and Consequences


Efrat Salton Meyer
Ben-Gurion University of the Negev, Israel

Interdisciplinary Center (IDC) Herzliya, Israel




[bookmark: _Hlk41724082]Abusive Supervision in Israel: 
Psychological and Organizational Antecedents and Consequences[footnoteRef:2] [2:  The research was partially funded by the late Professor Arie Shirom Foundation for Research.] 

Introduction
Abusive supervision refers to subordinates’ perceptions of the extent to which supervisors engage in the sustained display of hostile verbal and nonverbal behaviorsnon-verbal behaviours toward them; it is widespread in Israel as well as in other countries, and its consequences have been found to be detrimental for individuals as well as for organizations (Salton Meyer & Mikulincer, 2016). What predicts abusive supervision? What typifies its negative consequences in the workplace? In the past two decades, these significant questions have been at the centercentre of the attention of a growing body of research striving to find explanations regarding its occurrence and the negative consequences related to it. The present chapter discusses these questions in the unique context of Israeli culture; relating as they relate to the distinct values and rules of conduct portrayed in Israeli workplaces (e.g.., low power distance, common disrespect and suspicion oftowards authority figures, and characteristic managerial behaviors.behaviours). Furthermore, thethere is a common tendency for relatively close relationships and its effects on, which affects interactions between supervisors and their subordinates, typical roughness and informality are typical in people's communication, and there is widespread gender inequality.	Comment by Kelly Akerman: Non-verbal is the preferred British spelling	Comment by Kelly Akerman: British spelling would be centre. 	Comment by Liron Kranzler: Which kind?
This chapter starts with a description of the unique Israeli context. It continues with a review of international studies as well as research performed in Israel, that exploredexplores abusive supervision,  highlighting the contribution of a few central psychological &and organizational antecedents including. One of these is attachment orientationsstyle, a highly much-investigated behavioral systembehavioural framework in the field of psychology that has providedprovides strong explanations for human functioning in relationships; and. Another topic that is discussed is ethical climate, a significant concept related to ethical behaviorbehaviour in organizations. The chapter then presents a study conducted in an organization in the Israeli mental healthcare sector investigating the contribution of abusive supervision to a few different types of itsseveral negative consequences for subordinates including their . The study examined self-reports of their subordinates’ emotions, work-related attitudes, behavioralbehavioural intentions, and their descriptions of actual abusive behaviorsbehaviours they have experienced. The significance of thethese research findings will be reflecteddiscussed in the last part of this chapter, including their meaningful contribution to the advancement of research on negative workplace behaviors and behaviours; their practical implications that could possibly, which might support organizations in the developmentdeveloping and implementation ofimplementing actions they may be able to apply tothat could perhaps minimize the occurrence of abusive supervision and its consequences as well as; and a discussion of the results'results’ unique meaningsignificance in the Israeli context.
The current chapter focuses on abusive supervision that, which has been compared withto the term bullyingconcept of ‘bullying’ (Salton Meyer & Mikulincer, 2016); both). Both concern a situation where individuals in organizations view themselves as recipients of sustained negative deeds, which they feel challenged in dealing with and shielding themselves from. Both terms concernThey both involve hostility without physical violence (Tepper, 2007). Abusive supervision centers onlyfocusses specifically on the interaction that happensinteractions in the dyad of subordinate and direct manager, thus in. In this relationship, there are power variations between the participants due to the formal authority given to the supervisor by the organization, which,; in the situation of abusive supervision, this authority is exploited to the disadvantage of subordinates (Salton Meyer, 2016). Thus, abusiveAbusive supervision is, therefore, considered as abuse that is aimed hierarchically downward. While this Top-down bullying is sometimes theoften a focus of investigationsresearch, since this type of bullying, as top-down abuse is the most common portrayal of these types ofcommonly portrayed in the negative workplace behaviours in some countries such as in India (D'Cruz, 2016), Turkey (D’Cruz et al,., 2016), and Israel (Peperman & Bar Zuri, 2013)__ this is not necessarily so). However, according to commonly used definitions in research which point to, bullying can also be horizontal and upwards bullying upward (e.g., D’Cruz & Noronha, 2019). Furthermore, intention to cause harm is not required in the case of abusive supervision, conflicting with many views ofwhich distinguishes it from how bullying is commonly viewed (e.g., Tepper, 2007). 	Comment by Liron: Couldn’t bullying involve violence?	Comment by Liron: I’ve tried to clarify these sentences. Please check that it still reflects your intended meaning.
The Israeli Context
[bookmark: _Hlk41754768][bookmark: _Hlk41755012]Salton Meyer and Mikulincer (2016) reviewed some central Israeli features that are relevant to behavioralbehavioural dynamics in workplaces, as will be described below. Israel is a small, densely populated, divided parliamentary democracy on the eastern coast of the Mediterranean. It is in a constantan ongoing state of war with its neighbouring Arab countries, and in endlessthere are violent clashes with Palestinians from within.
In 2019, Israel's population was around 9 million, about: approximately 74% of its citizens were Jewish, 21% were Arab, and the rest consisted of other minorities. (Israel Central Bureau of Statistics, 2019). The modern form of Hebrew is the official language of the country, and the Arabic language has a unique status as well for. For example, its use in governmental institutions is going towill soon be defined by law. . Although Jews arerepresent the majority of Israeli citizens, the state is comprised of diverse ethnic and religious subgroups, such as secular, religious, and orthodoxOrthodox Jews,; Ashkenazi and Sephardic Jews; and Arabs, the Arab sector (see further detail below) split bycontains subgroups with very different beliefs and lifestyles, thus. Thus, Israel is viewed as a cleft national culture, along with countries such as Belgium and Italy (Gannon & Pillai, 2013). The currentpresent chapter relates primarily to the Jewish majority in the country.	Comment by Liron: Do you mean ‘will soon be mandated by law’? Meaning, they will have to use Arabic in governmental institutions. If so, use ‘mandated’
[bookmark: _Hlk59277990][bookmark: _Hlk59277781][bookmark: _Hlk59286244]Israel has actively encouraged incoming Jewish immigration since its establishment and has willingly received immigrants from all over the world. Accordingly, immigrants' assimilationintegrating and assimilating immigrants into the country is parta core aspect of the countries'Israel’s core ideology, as is reflected historically in its policies historically and due. Due to the large numbers of immigrants, their effective incorporationintegration is at the heart of Israeli everyday Israeli life, including in many workplaces (Salton Meyer et al., 2018). However, a genuine socio-economic differencedivide has developed especiallyformed, particularly between two groups that, each of which constitute about half of the Jewish population each;: Ashkenazi and the Sephardic Jews. The first group immigrantedimmigrated to Israel from Eastern and Western Europe, America, and AustraliawhereasAustralia, whereas the second one immigrated from the Middle East, North Africa, Spain, and Portugal.  Even though numerous Sephardic Jews have prospered in Israel, many have not; thus, a sense of inequality has continuously fuelled deep feelings of division between these groups (Gannon & Pillai, 2013).	Comment by Kelly Akerman: Feelings of divisiveness would also work well here.
Another meaningful source of diversity in Israel is the leveldegree of Jewish religiousness.religiosity among Jews. At one extreme, end of the spectrum, there are many Israelis who are completely secular or atheistic (42%),%); at the other extreme, thereend are ultra-Orthodox Jews (8%)%), who adhere to Jewish laws and often view themsee themselves as superior to the secular legal system (Gannon & Pillai, 2013). The remaining Jewish population resides somewhere between these two poles. Salton Meyer and Mikulincer (2016) further reviewpoint out that the rates of ultra-Orthodox Jews'Jews’ participation rates in the workforce are relatively low compared to those of the general population.	Comment by Liron: I suggest replacing with “exempt from’ if this is what you mean
The Israeli workforce is relativelyrather highly educated: 20% are university graduates, second only to the United States, it. It also has a high ratepercentage of engineers and is regarded as a global leader in technology and science (Gannon & Pillai, 2013). Wages in theseThese fields are often characterized by relatively high, job offers are frequently wages, abundant jobs, and excellent opportunities for professional development in favourable work conditions are characteristic.. Additionally, the prestige relating to that comes from working in these fields can often enable long term excellent long-term career opportunities in leading local and global companies. The Israeli high -tech industry is viewed as highly successful internationally, it. It is graded number oneranked first in the world , after adjusting nations according to theirfor national population size (Gannon & Pillai, 2013), itand is thus central to the Israeli economy, however its. However, employees in these fields usually come from limited parts of Israeli society, therefore reflecting meaningfulsignificant inequality in access to highly valued career opportunities as will be described below.   .	Comment by Kelly Akerman: Or: Is highly educated relative to other developed countries	Comment by Kelly Akerman: You may need to check this ranking with more recent statistics. For example, the following 2014 source cites Canada as having the most highly university-educated workforce, followed by Israel, then Japan, then the United States, then New Zealand:  . The most educated workforces in the world | HRD Canada (hcamag.com)	Comment by Liron: Yes?	Comment by Kelly Akerman: The more privileged parts or upper socio-economic strata might be alternative terms to use here, if I have understood correctly what is intended.
Most employees in the high -tech field are secular Jewish men whereas an. An examination of women'swomen’s representation in itthe field revealed that they constitutedoccupied only 22% inof technology positions and 18% inof technology management positions. AlsoFurthermore, only 7% of Israeli technological start-ups are led by women. Other populations of the Israeli society that are underrepresented in this sector are ultra-Orthodox Jews and Arab men and women. Although the representation of the latter group has grown in the pastrecent years, the percentage of women in high-tech remains stagnant (Carmy et al., 2019). On the other hand, in fields in whichwhere women typically constitute mostthe majority of employees, such as in education, wages and status are relatively low and working conditions are often challenging. 
Another field that highly contributes significantly to Israel's leadership in innovation is the academic world.academia. Women comprise athe majority of students atfor all academic degrees. However, amongas academic stafffaculty their rates become lower and lower  presence drops glaringly, particularly in the higher the academic rank soranks, such that at the most senior level of Full Professorfull professor, women constitutehold only 18%.% of positions. In addition, rates of female studentsstudent participation in many areas of technology, engineering, and mathematics isare relatively low (Ratzon & Herzog, 2020) thus the continuance of). Thus, female underrepresentation in the Hi-Techhigh-tech sector, (thatwhich typically requires that technology employees to be educated in these fields), is expected to continue.  Although similar trends have been identified in many European countries, Israel is ranked below average in international comparisons inon some central measures of gender inequality in the Academicacademic sector (European Commission Directorate-General for Research and Innovation, 2018). Thus, gender inequality is typical in some highly attractive sectors of the Israeli workforce.
Sources for gender inequality can be traced to two major local characteristics. The first is the dominance of religious &and traditional values in majorlarge parts of Israel, in whichwhere the accepted roles for women in society and at work are often limited. The second feature is the impact of the military on Israeli civilian life, including on workplace dynamics. Israeli Jewish secular Jewish women are required to enrol toin the Israeli Defence Forces (IDF) at the age of 18, as are men. However, historically their roles in itthe IDF have historically been limited to less prestigious, often clerical, ones and although,. Although this is gradually changing, gender equality atin the IDF is still distant. Knowledge &a long way off. The knowledge and skills acquired in military roles are a common springboard tofor job opportunities in the civilian workforce, especially so in technological organizations. For example, when soldiers who perform technological roles endcomplete their military service, they are often regarded as excellent candidates for technological positions in civilian organizations and are consequently offered high salaries and good opportunities for career development. Women'sWomen’s rates of participation in technological roles in the military are often lower than those of menthereforemen. As a result, they may start   careers in hihigh-tech at a disadvantage... Additionally, social networks that develop in the military are often utilizedused later on in civilian workplaces, where employees recommend recruiting people with whom they worked with previously in the army for new positions,. This may lead to barriers for othersthose who cannot get such recommendations e.g. as easily, such as women.	Comment by Liron: You may want to add some sources for the statements in this paragraph	Comment by Liron: Is this what you mean? If not, please clarify	Comment by Efrat Salton: Based on my consulting knowledge & academic-field intersection work, also as Academic advisor, the Association for the Advancement  of Women  in Science & Technology  
The ministry of science & technology
A Cultural OutlineProfile of Israel
[bookmark: _Hlk59291270]Salton Meyer and Mikulincer (2016) reviewed some of the characteristic Israeli values that form its cultural profile as relevant to the workplace as, which will be presented below. Historically, in Israel, there was a greater emphasis on the needs of the group or society than on those of individualsindividual, particularly in the rural kibbutz communities of Kibbutzim.. Since then, the private sector has developed, and Israeli participation in the global business world has become central to its economy (a good example is the successful hihigh-tech industry described earlier). Regardless of these trends oftowards individualism, people still sacrifice very mucha good deal for the collective as, since military service is compulsory, and taxes are extremelyquite high. In Hofstede's (1991) study, Israel wasfell in the middle ofalong the individualism-collectivism dimensionspectrum compared with other countries; however. However, since then, it has moved more towards individualism (House et al., 2004). 
Israelis are typically ‘doers’,doers,’ characteristically oriented to accomplishtoward accomplishing tasks, achieveachieving goals, resolveresolving problems, and actively managemanaging situations. Their unique competence for improvising and providing creative solutions toin both every day as well as everyday and crisis situations is locally regarded as a source of pride (Gannon & Pillai 2013). This type of creativity supports the development of innovation in different fields, as described earlier in this chapter. 	Comment by Liron: Is this actually typical of Israelis? Or: Being a ‘doer’ is highly valued in Israeli society: accomplishing tasks, achieving goals…
Israelis are often viewedseen as rude, proud, and even pushy; and. They are inclined to improvise in business as well as in personal issues. This harshness reflects the rules of conduct within Israel and is considered a spill -over of anxiety triggered by continuous external and internal strife (Gannon & Pillai, 2013). Indigenous Israelis are called Sabras,nicknamed ‘sabras,’ which is the name of a native wild cactus whose fruits have pricklesthorns on the outside and, but are sweet and soft on the inside. This is a common metaphor for Israelis, or their view of their own conduct: tough on the surface and sociable once one really gets to know them (Salton Meyer & Mikulincer, 2016).
Israelis are also typically described as getting swiftly to the heart of matters in their communication (Starr, 1991). They reflectexpress their thoughts directly, and are quick to criticisecriticize when they have a different point of view or think the other party is mistaken (Starr, 1991). Within Israeli society, this behaviour is seen as a manifestation of openness and effectiveness that enables quick advancement and problem solving. However, foreigners often view this form of conduct as too critical, impolite, and evenor aggressive.
Additionally, Salton Meyer and Mikulincer (2016) describe that informality is viewed theas a norm in dialogue. in Israeli society. For example, people use first names in conversationsconversation regardless of status or rank; such. Such is the case between children and their teachers, soldiers and their commanders, or subordinates and their managers. This reflects Israelis’ propensity to understate status differences, and their characteristic intolerance of rituals, formalities, and bureaucratic procedures (Gannon & Pillai, 2013). Consequently, relationships are quite close in comparison to other cultures, often accompanied by a rather strong sense of unity and togetherness.
When comparing cross-national cultural values , Israel was found to have  low power distance, similar to such as nations as the United States and Australia,  indicating the comparatively low cultural approval of inequality between people. On the other hand inIn contrast, high power distance statesnations are regarded as more autocratic, and people in them tend to accept differences in power and wealth. Examples forof high power distance nations include India, France, and Mexico. (Rinne, Fairweather et al,., 2012). Low power distance is a noticeable value influencing behaviour in Israeli organizations in Israel. One representative example is the customary practice calledknown as ‘open -door’ management, where subordinates spontaneously instigateinitiate meetings with their supervisors without scheduling them in advance by stepping. They simply step into their manager’s office and initiatingopen a conversation. Another example of low power distance is the openness with which Israeli employees frequently express disagreement with their managers in public (Salton Meyer & Mikulincer, 2016). Indications of lowLow power distance is also existpresent in the Israeli military. For example, Elon (1971) described the marginal power distance between soldiers and officers, where officers have many responsibilities with few benefits, and are mostly addressed by their surnames. As military service is required at the age of 18 for most men and women, norms met thereestablished while in the army, navy or air force are often carried over into the civilian workforce.
Another meaningful characteristic of Israeli society is a common lack of respect for authority, probably related to a historically rooted expectation for social equality (Gannon & Pillai, 2013). This culturally- driven view of power and authority is notablyparticularly relevant to our research in Israel, as it concentratesfocuses on abusive supervision, or what can be viewed as supervisors’ extreme use of power by supervisors as assessed byin the eyes of their subordinates (Salton Meyer & Mikulincer, 2016).
Workplace Culture 
Salton Meyer and Mikulincer (2016) also portrayoutline the way the values and rules of conduct described earlier influence organizational culture in Israeli workplaces. Low power distance, customary disrespect, and distrust of authority figures all have an impact on the leadership styles and managerial behaviours that are effective in Israeli workplaces, thus. Thus, relatively egalitarian managerial conduct with subordinates is often more common and more accepted by them. Also, action orientation, impatience for formalities, and bureaucratic procedures, as well as the tendency to improvise have an impact on the manner of performinghow assignments. are carried out. For example, resolving challenges in a creative manner while overlooking formal procedures areis common and culturally accepted, especially when resulting isit results in success... The propensity for close relationships impacts the way people interact, the type, and the proximity of accepted working connections between supervisors and their subordinates. For example, people tend to share personal matters with their colleagues and managers, to easilyhelp develop friendly relationships with them and even with their families that can, which often continue out of work.extend beyond the workplace. The characteristic tendency for open expression ofto openly express disapproval and challengingchallenge opinions as well as, combined with the typical roughness and casualness, impact people'speople’s communication styles in organizations. For instance, professional differences can sometimes turn into loadloaded arguments that may sound like a real conflict to an outsider.   	Comment by Liron: Yes?
Or: highly charged
[bookmark: _Hlk60037731]Workplaces in different sectors have different cultures that are often related to the industry in which they operate. For example, banks are highly regulated, thereforeand so there is more emphasis on procedures, hierarchy, and formality than in hihigh-tech organisationsorganizations, which usually highlightstress creativity and flexibility. Thus, it is central to consider not only values that are characteristic inof Israel in general, but also those that typifyare specific to a certain sector or even certain organization (Salton Meyer & Mikulincer, 2016). The currentpresent study was conducted in an Israeli organisationorganization delivering mental healthcare services ,its. Its characteristics will be described later on in this chapter. 
In Israel, there is currently no law prohibiting negative workplace behaviorsbehaviours, such as abusive supervision and bullying, therefore. Therefore, the prevention and treatment of behaviors of this kindthese behaviours depend on organizations'an organization’s good will (Salton Meyer et al,., 2018).

Psychological and Organizational Antecedents and Consequences of Abusive Supervision in Israel  
Abusive Supervision  
Supervisors in organizations often hold considerable power relatingin relation to their subordinates'subordinates, which manifests itself through decisions they make concerning the allocation of about how resources essential for workers'workers’ functioning, assigning their  are allocated, how tasks, evaluating their are assigned, how  performance, determining their is evaluated, and how compensation and often influencing decisions regardingis determined. These decisions, in turn, often influence related decisions about promotions, termination, and more. Thus, mangers'managers' power allows them tocan have a direct impact on the behaviorbehaviour of their subordinates.  Having that kind of influence can enableenables supervisors to be effective at their work and to promote the accomplishmentachievement of organizational goals. An example for supervisors'of supervisors’ positive impact on employee'semployee functioning  is reflectedcan be seen in the findings of a study performedcarried out in Israel, where managers'managers’ recognition of employee accomplishment (by accomplishments (with a simple "‘thank you"you’ note ) had a similar positive impact on employeeemployees’ performance as did a small monetary bonus, with even some advantages in application (Bareket-Bojmel et al., 2017). However, the dark side of power can beis its potential for exploitation, that couldwhich can lead to negative consequences for individuals and organizations.	Comment by Liron: What do you mean?
The currentpresent chapter concentratesfocuses on abuse of power by managers; determined, described here as abusive supervision. In Salton Meyer et al.'s’s (2018) review on abusive supervision, they portray that it concerns subordinates’ experiences ofthis phenomenon as the degree to which subordinates experience supervisors engageengaging in thea sustained display of hostile verbal and nonverbal behaviorsnon-verbal behaviours (Tepper, 2000). It includes supervisors'  behaviorssupervisors’ behaviours, such as rudeness, public ridiculing, angry outbursts, social isolation, scapegoating and humiliating subordinates, taking credit for subordinates'subordinates’ work, and blaming subordinates to avoid their own embarrassment. Tepper (2000) also portraysadds that abusive supervision is assessed subjectively by subordinates subjectively; therefore, a mangermanager can be viewed differently by several of his or her direct workers. Abusive supervision  reflects a repeated behavioralbehavioural pattern; thus, a single occurrence of the behaviorsbehaviours described above does not constitute abusive supervision. Abusive leadership refers not only to willful hostility but also to behaviorsbehaviours that reflect indifference (Tepper, 2000). Additionally, Yagil (2006) describesreports that abusive supervision may not be regardedseen as deviant if it corresponds withis in line an organization’s policies or norms. In a meta- analysis and empirical review on abusive supervision, Mackey et al. (2017) describe thatcite abundant research in the pastrecent years proposes, which suggests that abusive supervision is an organizational phenomenon of both applied and academic significance.	Comment by Kelly Akerman: Would it be possible to write theoretical significance here? The term complements applied.
[bookmark: _Hlk59880044][bookmark: _Hlk38434924]Prevalence. ReviewA review of the existing data on abusive supervision globally, places the percentage of abused employees at approximately 10% (Tepper et al., 2017).  Salton Meyer et al. (2018) further reviewreport that its cost to U.S. corporations (including absenteeism, health carehealthcare costs, and lost productivity),) have been assessed at $23.8 billion annually; in. In the future, this kind of behaviorbehaviour may become illegal, and employers could have liabilitybe held liable (Tepper, 2007). Therefore, abusive supervision is a major social problem that necessitates additionalrequires further investigation.	Comment by Kelly Akerman: British spelling prefers healthcare as one word rather than two.
Antecedents, Moderators, and Mediators. The investigation of Investigating the antecedents of abusive supervision is highly meaningful asimportant because it can supportsupports the development of knowledge to enable effective efforts tothat can effectively minimize this type of negative managerial behaviorbehaviour in organizations. Antecedents found linked toassociated with abusive supervision have been regarded as operatingare said to operate within the following psychological mechanisms: supervisors'supervisors’ social learning ( e.g.., from more senior managers, a family history of hostility), their sense of identity threat (due to subordinates’ negative subordinate conduct, intimidating conduct of hierarchically upper sources from their superiors, or personal sensitivity) as well as their diminished self-regulation (relating, among othersother things, to workload, challenging subordinates) (Tepper et al., 2017).
Salton Meyer (2016) reviewed research revealingthat highlighted the following supervisor antecedents of abusive supervision: their perceptions of injustice (Rafferty, et al., 2010), their sense of procedural injustice (i.e., the view that one’s organization has made distribution decisions usingvia unjust decision-making procedures) (Tepper et al., 2006), their detection of contract breach, as well as their hostile attribution bias (i.e., the dispositional tendency to cast hostile intention onto others’ behaviorbehaviour) (Tepper, 2007). 
Additionally, supervisors who themselves faced interactional injustice (i.e., unfavorableunfavourable interpersonal treatment) were more abusive toward their subordinates. Supervisors'Supervisors’ authoritarianism (i.e., the extent to which dominance and control are viewed as accepted forms of leadership) moderated the relationship between supervisors’ interactional injustice and abusive supervision; the. The relationship was stronger when supervisors werehad a higher indegree of authoritarianism (Tepper, 2007). 
Further investigations of supervisors’ characteristics among supervisors that could predispose them to abusive behaviorsbehaviours found that supervisorsthose with a history of family discouragement were more inclined to abusive behaviorsbehaviours (Kiewitz et al., 2012), particularly for those who reported low self-control. Supervisors sensing high degrees of stress were found more prone than others to mistreat their subordinates; physical exercise assisted in decreasinghelped to decrease these inclinations (Burton et al., 2012). SupervisorsThose who depictedmentioned high degrees of conflict with their colleagues were seen as more abusive by their subordinates, mainly so by subordinates with whom a low-quality leader–member exchange (LMX) relationship was shared (Harris et al., 2011). Supervisors who depicted “cited ‘deep-level dissimilarity” dissimilarity’ with subordinates (i.e., the view that the supervisor and subordinate disagree inon central values and attitudes) with subordinates were disposedmore likely to be engagedengage in conflicts and abusive behaviors with themthe latter (Tepper et al., 2011).	Comment by Liron: Verbal abuse? 	Comment by Liron: This does not seem clear. Can you clarify?
Furthermore, Machiavellian‘Machiavellian’ supervisors (those who are disposedtend to manipulate and take advantage of others in order to boost their own interests, are inclined to resist social influence, and show a lack of emotion in their personal relationships) were considered by subordinates as more abusive than non-Machiavellian supervisors; this. This effect was larger among subordinates with low organization-based self-esteem (Kiazad et al., 2010). Furthermore, subordinates of more emotionally intelligent managers with high degrees of emotional intelligence perceived lower rates of abusive supervision than subordinates of less emotionally intelligent managers (Xiaqi et al., 2012).
Subordinate attributes that have been found asshown to be antecedents of abusive supervision include subordinates'subordinates’ high negative affectivity (i.e., a dispositional tendency to experience negative thoughts and emotions) (Tepper et al., 2006). Further research of subordinate'ssubordinates’ personality attributes and abilities as moderators between abusive supervision and its outcomes discovereddemonstrated that subordinates with high levels of narcissism were those who were most likely to respond aggressively when viewing their supervisor's behaviorbehaviour as abusive (Burton & Hoobler, 2011). Retaliatory behaviorsbehaviours were more widespread among subordinates with external loci of control than among those with internal loci (Mitchell & Ambrose, 2012; Wei & Si, 2013). In a study of bank employees in Taiwan, findings showed that emotionally intelligent subordinates responded less negatively to perceived abuse than others, reporting lower levels of emotional laborlabour burden (Hu, 2012).
In a study that investigated the moderating effect of a central cultural value, power distance (described earlier in this chapter), findings showed that a high power distance orientation strengthened the association between abusive supervision and subordinate interpersonal deviance possibly. This could be because subordinates were more prone to regard abusive supervisors as role models, thereby imitating partsome of their abusive behaviorsbehaviours. Moreover, high power distance orientation subordinates were less expected to view abusive supervision as interpersonally unjust compared to those with lower levels of power distance (Lian et al., 2012). In a related study, findings showed that employees’ power distance orientation moderated the relationships of abusive supervision with employee psychological health and job satisfaction, such that the negative relationships were weaker for employees with higher power distance orientation (Lin et al., 2013).
A small number of studies have focused on antecedents of abusive supervision at the organizational level. Findings of research conducted in manufacturing organizations in China exposedrevealed that emotional exhaustion mediated the links between abusive supervision and some aspects of contextual performance (i.e., interpersonal facilitation and job dedication). Work unit structure moderated these relationships so that the associations were stronger in mechanistic (i.e., centralized structures with mostly top-down communication) than in organic (i.e., less centralized and more collaborative) work unit structures (Aryee et al., 2008). 
An additional study examined a trickle-down model of abusive supervision across three hierarchical levels (i.e., managers, supervisors, and employees). Results uncoveredshowed that abusive manager behaviorbehaviour was positively associated towith abusive supervisor behaviorbehaviour, which, in turn, was positively linked to work group interpersonal deviance. Additionally, hostile climate (i.e., endless bitter, hostile, and distrustful feelings inside the work group, where members feel jealousy, distrust, and aggressiveness towards otherseach other) moderated the relationship between abusive supervisor conduct and work group interpersonal deviance so that the association was stronger when hostile climate was highhigher (Mawritz et al., 2012; Salton Meyer, 2016).	Comment by Kelly Akerman: I have divided this lengthy paragraph into two shorter ones.
Consequences. Abusive supervision can be regarded as an interpersonal stressor, which leads to subordinates’ tensionnegative stress reactions in subordinates (such as poor mental health and job dissatisfaction) (Lin et al., 2013). Victims describe a reduced sense of well-being and quality of work life that can extend to their personal lives, negatively impact work attitudes, and reduce job satisfaction and commitment (Schat et al., 2006). Below is a review of abusive supervision outcomes, including the areas job satisfaction, well-being, burnout, and two types of withdrawal behaviors – behaviours: absenteeism and intentions to quit and absenteeism (Salton Meyer, 2016).
Diminished Job Satisfaction. Research reveals negative links between subordinates’ reports of abusive supervision and job satisfaction (Bowling & Michel, 2011; Breaux et al., 2008; Haggard et al., 2011; Hobman et al., 2009; Kernan et al., 2011; Lin et al., 2013; Tepper, 2007). The association between negative work -related attitudes and abusive supervision was stronger among those who had less job mobility (Tepper, 2000). 
Burnout. Abusive supervision was found positively related to burnout (Carlson et al., 2012) or to some of its components (Tepper, 2000; Yagil, 2006), such as emotional exhaustion, depersonalization, and a reduction in one’s sense of personal accomplishment (Maslach & Jackson, 1984).
Psychological Well-beingBeing and Distress. Employees who perceived they were victims of abusive supervision experienced damaging psychological consequences, including undesirable levels of depression, anxiety, detachment, emotional laborlabour burden, and diminished psychological health and life satisfaction (Martinko et al., 2013). 
Withdrawal BehaviorsBehaviours: Absenteeism, and Intentions to Quit. A positive relationship was found between abusive supervision and withdrawal behaviorsbehaviours, including absenteeism and intentions to quit and absenteeism  (Tepper, 2007). 	Comment by Kelly Akerman: The sequence of behaviours should be consistent with the words in the subheading.

The Israeli Perspective
Prevalence. Salton Meyer et al. (2018) reviewed research on abusive supervision in Israel, as described below. In a study of workplace bullying and abuse conducted by Peperman and Bar Zuri (2013), these behaviorsbehaviours were defined as verbal and emotional abuse that is perceived by employees themselves as harmful; when. When inflicted by managers, the behaviorsbehaviours measured were close to those defined as abusive supervision (Tepper, 2000). Overall, 36.9% of the respondents reported being abused by their supervisors, where the most common managerial abusive behaviors that were most common behaviours were not giving credit for work that requiresrequired a lot of effort, breaking promises, and blaming subordinates to avoid embarrassment. 	Comment by Kelly Akerman: According to APA style, a number cannot start a sentence. This is why I added overall.
[bookmark: _Hlk38436405]Subordinates' evaluations of There was an association between subordinates evaluating their supervisor’s behaviours as abusive supervision were found related to with non-Israeli -born subordinates, possibly . This could be explained asby Israeli supervisors'supervisors’ tendency to be more abusive toward subordinates who were immigrants asof immigrant background, whom they perceived them as highly unlikedifferent from themselves (Salton Meyer et al., 2018), in line with findings offrom international studies described earlier (Tepper et al., 2011). Another possible explanation could be related to the culturally accepted roughness in the conduct of Israelis, as depicted before in this chapter, thismentioned previously. This kind of behaviorbehaviour may be regardedseen as conventional within Israeli society and even viewed as effective. However, immigrants couldmight interpret this mode of conductit as too rude and even hostile, as foreigners often do (Gannon & Pillai, 2013). Additionally, subordinates'subordinates’ perceptions of abusive supervision were found linked to longer work duration with supervisors, revealing that. Thus, the longer the subordinates were subjected to this negative form of behaviorbehaviour, the more they described it as such, thus offering empirical confirmation for. This empirically confirms the definition of abusive supervision as a repeated pattern of behaviorbehaviour, which continuespersists unless either subordinate or supervisor terminate the relationship (Salton Meyer et al., 2018; Tepper, 2000).
AdditionallyFurthermore, Salton Meyer and Mikulincer (2016) reviewreport that Israeli men described being exposed to more abusive supervision than women, differingwhich differs from findings in the U.S.United States (Namie, 2010). Women'sWomen’s lower reported rates canof abusive supervision may be a consequence of the enforcement ofenforcing the sexual harassment prevention law (possibly perceived mistakenlymisperceived as relating to only women'sto women’s rights)), which canmay indirectly decrease other forms of harassment, including abusive supervision. Religious employees reported higher rates of abusive supervision than did secular employees;, which could be explained as abuse aimed at minorities, however. However, this iswas not the case with Arabs, who also comprise a minority. The reported rates of bullying by managers were higher in organisationsorganizations with over 100 employees than in onesthose which were smaller. Also, higher rates of bullying by direct supervisors were reported by subordinates of male managers than by those of female managers (Peperman & Bar Zuri, (2013;, a result that has been replicated findings in the U.S.United States (Namie, 2010). 
Yagil et al. (2011) found that Israeli subordinates used an assortment of problem-directed and emotion-directed methods offor dealing with abusive supervision however. However, they were inclined to evade direct communication, in contrast with Israelis’ cultural tendency for straightforward and open communication (Starr, 1991). These results could be explained by subordinates’ intensified feelings of threat of additional retribution by an abusive supervisor, which canmight radically change the characteristic cultural style of communication (Salton Meyer & Mikulincer, 2016).
Antecedents. Antecedents. The investigation of attachment orientations styles as antecedents of abusive supervision in Israel, highlighted below, provides a psychological perspective toon dyadic relationships between subordinates and their direct managers in organizations.  This approach emphasizes the centrality of the attachment system in explaining the quality of interpersonal interactions in keeping with the disciplinary focus of the discipline of Psychology., psychology.	Comment by Liron: Yes?
[bookmark: _Hlk40524118]Salton Meyer and Mikulincer (2016) reviewreport that abusive supervision can be regarded as a particularly aggressive case of supervisor-subordinate interpersonal interaction, which is shaped by the way both parties perceive, evaluate, experience, and react to each other. On this basis, attachment theory (Bowlby, 1982) was explored as a conceptual framework for understanding abusive supervision in a study in Israel. This theory focuses on individual variations in representations of others and the, a sense of interpersonal trust and emotional security, and their effects on interpersonal behaviour and relationship quality and. Attachment theory is viewed asconsidered highly relevant in explaining individual differences in hostility, aggression, and the use of power in relationships. Research findings indicated that the higher the subordinates' attachment anxiety (typifiedas shown by constant attempts to acquire support and care and feelings of uncertainty that these will be provided, thus giving rise to emotions of anger and despair), the higher the frequency of reported abusive supervision and its consequences of  higher burnout and lower wellbeingwell-being (Salton Meyer & Mikulincer, 2016). These results were explained as anxious individuals' chronic worries relating toabout relationship partners that were possibly transferred intoto their relationship with their supervisor. Consequently , their excessive expectations for attention, care, and support from a manager, who was often preoccupied with the management ofmanaging multiple subordinates and many tasks, may have caused relational friction and dissatisfaction, negative emotions towards the direct manager, and possible conflicts with him or her. This relational mismatch was possiblymay have been interpreted by anxious subordinates as an abusive relationship, or., Alternatively, they may have become victims of abusive supervision by frustrated and stressed supervisors, who could not understand and effectively react to anxious subordinates' claimssubordinates’ desire for support. In any case, negative consequences for subordinates at the emotional, both emotionally and mental levelsmentally, were an outcome of this adverse dyadic workplace relationship. 
Additional research findings focused on antecedents of abusive supervision at the organizational level. These indicated that the higher the subordinates'subordinate’s experience of a caring organizational ethical climate (in which individuals perceive that decisions, policies and strategystrategies are based on thea concern for the well-being of members of the organisation,organization as well as, society at large)), the lower their perceptions of abusive supervision. Findings regarding the supervisors' uncoveredsupervisors showed that the higher their perceptions of an instrumental organizational ethical climate (that promotes ethical decision-making from an egotistic a self-serving perspective while serving , in the interest of the individual, his or her immediate group, and/or organisation while possiblyorganization, yet potentially harming others)), the higher the subordinates'subordinates’ perceptions of abusive supervision (Salton Meyer & Mikulincer, 2016). These results are probably related to the highest ratings of unethical behaviorsbehaviours in instrumental ethical climates compared to other climates (Johnson, 2012). It is likely that when supervisors recognized an instrumental ethical climate, they actedbehaved accordingly, possibly in a more self-centeredcentred and less ethical way in their conductinteractions with their subordinates, connected tothus aligning with subordinates’ experience of higher rates of abusive supervision.	Comment by Liron: Or: a caring, ethical organizational climate	Comment by Liron: This is not clear to me. Consider clarifying
[bookmark: _Hlk59882279]Consequences. Yagil et al. (2011) found that Israeli subordinates used an assortmentdrew on variety of problem-directed and emotion-directed methods ofin dealing with abusive supervision however. However, they were inclined to evade direct communication, in contrast with Israelis’ cultural tendency for straightforward and open communication (Starr, 1991). These results could be explained by subordinates’ intensified feelings of threat of additional retribution by an abusive supervisor, which canmight radically change the characteristic cultural style of communication (Salton Meyer & Mikulincer, 2016).
Peperman and Bar Zuri's (2013) research ofon workplace bullying and abuse in Israel (as described earlier to specify thatillustrate how these behaviours, when these behaviors were inflicted by managers these, were likesimilar to abusive supervision) revealed  that 50.8% of the subjects portrayeddescribed these abusive behaviorsbehaviours as a meaningful annoyance in their everyday work, life; 43.9% verifiedsaid that thesethey were a serious workplace problem,; 48.2% indicated  that the mistreatment they experienced at work harmed their quality of life,; and 51.6% agreed that these behaviours impaired their work motivation. In a study in Israel, 2.7% of respondents reported that, following abuse atin the workplace, they didn'tdid not come to work. Meanwhile, 3.6% reported quittingleaving the workplace altogether under such circumstances (Peperman & Bar Zuri, 2013).	Comment by Kelly Akerman: I suggest: reported quitting their job
If that is what is meant here
Findings of Yagil'sfrom Yagil’s (2006) study, performedcarried out in Israeli organizations inacross a variety of sectors, revealed that supervisors’ abusive behaviorsbehaviours were positively related to subordinates'subordinates’ burnout and their use of forceful upward influence tactics (e.g., threatening the supervisor and ceasing to cooperate with him/her) (Salton Meyer et al., 2018).  
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