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Abstract

Abstract

Today's society is stepping into the era of knowledge economy, knowledge has
become one of the most valuable and important resources in modern organizations.
Therefore, how to effectively spread and share knowledge in organizations is bound to
become an urgent problem for organizational managers. However, the practical
problem is that most employees are reluctant to share knowledge, experience and skills
for fear of losing their competitive advantages, which is an obstacle to knowledge
circulation in organizations. In addition to the psychological scruples of employees, the
management style of leaders will also affect employees' willingness to share knowledge.
Abusive supervision is a common destructive leadership behavior in organizations,
which has many negative effects on employees' work attitudes and behaviors, and is
receiving high attention from academic researchers. The global market environment
with fierce competition and the economic downturn caused by the epidemic have put
the production and operation of enterprises under great pressure. Working in such an
environment of high pressure and fast pace, the conflicts between employees and
leaders are increasing day by day, so Abusive supervision behaviors in organizations
occur frequently. However, abusive behavior of leaders is often regarded by
subordinates as interpersonal abuse and a violation of social ethics. The employees who
are insulted will have the mood of moral anger and the vengeful mentality, and they
will make counter-productive behavior and deviant behavior, and the employee
knowledge hiding behavior is a kind of counter-productive behavior with strong
concealment. Based on this, this study intends to explore how Abusive supervision
affects employees' knowledge hiding behavior through moral anger. At the same time,
this study takes leader member exchange as a moderating variable, which has important
theoretical and practical significance for leaders to grasp the relationship with team
members and alleviate the negative effects of Abusive supervision.

Based on AET and SET, this study constructs the inducing effect model of
Abusive supervision mediated by moral anger on employees' knowledge hiding

behavior. The affective event theory points out that the behaviors of employees in an
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organization will be directly or indirectly affected by the characteristics of a stable work
environment (Weiss and Cropanzano, 1996), and the management style of leaders is a
stable work environment. Abusive supervision affects employees' work behaviors by
causing negative emotions of employees. According to the theory of social exchange,
social exchange between people follows the principle of reciprocity, and one party of
the exchange tends to repay the other party's positive or negative behavior (Cropanzano
et al., 2016). Therefore, in the face of negative behaviors of Abusive supervision by
leaders, employees are likely to "repay" the leaders with negative behaviors.

Based on the collation and analysis of the existing literature, this study
systematically expounds the concept, measurement, influencing factors and effects of
the main research variables. Furthermore, this paper constructs theoretical models and
proposes research hypotheses based on affective event theory and social exchange
theory. Then, the questionnaire design was carried out by selecting the measurement
scale with high citic validity studied at home and abroad, and the questionnaires were
distributed online and offline at the same time. Finally, 297 valid questionnaires were
collected. Finally, SPSS26.0 and Amos24.0 were used for descriptive statistics,
reliability and validity analysis of the scale, and correlation analysis, linear regression
analysis and structural equation model test of the main variables were conducted to
verify the theoretical hypothesis of this study.

Through the data analysis of the questionnaire, the following conclusions are
drawn :(1) Abusive supervision is significantly positively correlated with employees'
knowledge hiding behavior, and the three dimensions of Abusive supervision and
knowledge hiding behavior are also significantly positively correlated; (2) Abusive
supervision has a significant positive predictive effect on employees' moral anger; (3)
Moral anger partially mediated the relationship between Abusive supervision and
employee knowledge hiding; (4) Leader-member exchange moderated the relationship
between Abusive supervision and moral anger.

The results of this study have practical guiding significance. First of all, employees
should be aware of the universality of Abusive supervision in the organization and

reduce their resistance to abusive behavior of leaders. Adjust my mind positively, think
v
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about the intention of leadership behavior from the perspective of leaders, and make
positive attributions. Second, leaders should appropriately change their Abusive
supervision style. If the leadership style is difficult to change at the moment, it is better
for the leader not to establish high-quality leadership member exchange relationship
with subordinates, so as to avoid subordinates’ moral anger and more knowledge hiding
behaviors after being treated shamefully. Finally, the organization should formulate and
clarify the professional ethics of the organization, and establish a strong moral
atmosphere.

Key Words: Abusive supervision; Moral anger; Knowledge hiding behavior; Leader-

member exchange
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