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Abstract

This research proposal consists of two main sections: an evaluation of a recent research article and a research proposal.  Immediately following the abstract, this proposal will present a critical appraisal of Hight et al. (2019), a study of bad managers' profiles from co-workers’ perspective and the root causes of poor manager behaviour. This proposal is to establish ways to address the research gaps left by Hight et al. (2019) after the assessment. The attempt to test the findings under a geographic research gap that was conducted in the west but is now focusing on the east. The working title of this research is: Studying abusive leadership in the Hong Kong hospitality industry: a grounded theory approach.

This research proposal proposes to conduct an extended study on abusive leadership suggested by Hight et al. (2019). The purpose of this study is to investigate abusive leadership in Hong Kong's hospitality industry due to its unique cultural setting and hierarchy structures. Multi-layers of management, seniority of service and high turnovers is common of this business and contributors to abusive supervision in a workplace. From what is learned and discovered by scholars in the west, will that also apply to the east? It is worth noting the importance of Chinese faith in Confucian beliefs and the city's strong power distance index[footnoteRef:1] in making this topic interesting.  The culture aspect contributes to extending the examination of this research. The theory construct may address different issues from what has been found in the West regarding how people see, feel, and react to supervision and abusive supervision. [1:  The power distance index of Hong Kong is 68 and higher than US and UK which is 40 and 35 respectively (http://clearlycultural.com/).] 


Participant information includes taking a purposive sample from hospitality practitioners. The characteristics of the industry and the tradition of the practices make it an appropriate choice for this study.  Research subject will be recruited with assistance from Hong Kong's largest vocational educational institution, the Vocational Training Council (VTC). Researchers will recruit interview subjects in pairs. Participants are encouraged to invite their supervisor or previous supervisor to take part in the study. Researcher will prepare semi-structured questions to encourage discussions of the topic. Interactive inquiry with participants is intended to gather information reflective of the research questions. A total of fifteen questions will be posed to the subjects to explore how respondents describe, perceive and respond to abusive leadership and abusive behaviour categorised by Tepper (2000). 
 
To explore this psychological and sociological phenomenon, this study will use a qualitative research methodology construct on grounded theory approach.  The purpose of this design is to conduct a more in-depth study based on this methodology.  The study will examine the topic by rewriting the questions into an open-ended semi-structured interview based on Tepper's fifteen confirmatory factor analyses. Data collected through a systematic approach will be analysed through memo writing, open coding, axial coding, and theoretical analysis. In grounded theory, data are collected and analysed using comparative analysis to discover or construct theories (Charmaz 2014) which explain the designed research questions. First, how do hospitality practitioners in Hong Kong describe abusive leadership? Second, how will respondent react in a certain way under abusive leadership? Third, where does this reaction comes from or the reasoning behind this action?

This study aims to provide both theoretical and practical contributions to current literature.  Theoretical contributions include theories to describe the perceptions, reasons and reactions of abusive leadership in an industry and under a culture influence.  Consider if there is new evidence suggesting that people influenced by Confucian beliefs in the east have different views on abusive leadership.  Furthermore, under culture dimensions characterized by power distance in job titles, this study will look into new definitions of abusive leadership if emerge.   A practical contribution is that the study may also provide policy options and demonstrate how specific changes should be made. 

This study does not present any significant ethical issues and is expected to be a practical study. The expected challenge is to translate scholarly concepts from English to Chinese or vice versa, and conduct a proper interpretation using appropriate words and phrasing. Limitations may include language bias, translation bias, and researcher bias. The researcher's world view and paradigm will influence the quality of the study under the chosen qualitative research method. The study is a self-funded project and scheduled to be completed in two years.
[bookmark: _Toc85634714]Keywords 
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[bookmark: _Toc85634715][bookmark: _Hlk84346866]Critique of a Research Article
Hight, S.K., Gajjar, T. and Okumus, F. (2019). Managers from “Hell” in the hospitality industry: How do hospitality employees profile bad managers? International Journal of Hospitality Management, 77, pp.97-107.
[bookmark: _Toc85634716]
Introduction
Hight et al.(2019) conducted a study on how employees would describe abusive managers in hospitality in the article “Managers from ‘Hell’ in the hospitality industry: How do hospitality employees profile bad managers?” The aim in this study was to identify bad managerial personalities in the hospitality industry and explored the cause-and-effect of these attributes. There was evidence from the study that poor managers have six characteristics and were categorised as: unprofessional, autocratic management style, poor leadership skills, unethical, poor operational and technical skills, and poor decision and delegation skills.  Researchers concluded that poor managers are caused by four underlying factors, which were identified by respondents of the study: company culture and structure, personal characteristics, unqualified, and tenure and comfort zone.  In the article, practical and theoretical implications, limitations, and suggestions for future research were addressed.

The paper aimed to conduct an exploratory research with a qualitative method. Researchers used grounded theory approach to examine research questions in the field of hospitality through a qualitative lens. A clear description of the major findings and implications were provided in the article. All data were collected from respondents through an online interview and analysed by the researchers to discover a theory that were grounded in the collected data. Open-ended structured interviews were conducted by using asynchronous online interviews (AOI).  Six themes emerged from the findings about the characteristics of bad managers and researchers identified four major factors underlying bad managers through data analysis and coded them into related themes. The systematic process was clearly described, themes and subthemes were created, and an explanation of the analysis was provided. The researcher provided clear answers to the two research questions regarding the characteristics and causes of poor hospitality managers. By choosing a qualitative approach, the researchers looked at a deeper examination of their topic and the process of developing a theory by using inductive inquiry to answer research questions. Researchers' paradigms were reflexive in the analysis process where themes and subthemes were constructed in the coding process.

The research setting was the hospitality industry, and the subjects were 300 hospitality practitioners from the southeast of the United States. Participants were recruited from alumni of major universities in the southeast of the United States who also provided referrals to participate in the study.  Data collected on a purposive sampling of participants working in hospitality including servers, front desk staff, golf professionals, bartenders and mostly front-line workers.  AOI with open-ended structured questions were used to collect respondents’ data, and the questions were clearly described in the article.  Demographic information was clearly recorded, including gender, age in years, education, annual income, race, tenure in the hospitality industry, tenure in the current position.  Some interesting protocols from the study, such as female workers outnumbered male workers; other than white (68%), Hispanics, Asian, and African Americans were all included in the study.

The thesis statement of this study was to identify the characteristics and reasons of poor managers in order to assist firms in training their managers in order to reduce turnover and hire appropriately to reduce costs.  This study clearly identified a literature gap in present literature regarding general management theory, a reverse study on leadership in a hospitality workplace.  In addition, the study encouraged universities as well as firms to promote favourable management qualities by education and training. Although the article provided a clear thesis statement, well-defined research questions and a solid research design, limitations of the study indicate research gaps that need to be explored further.

[bookmark: _Toc85634717]Assessment of the Article
[bookmark: _Toc85634718]Strength of the study
The description of materials and methods of this study was present clearly and concisely follow with well-defined theoretical models and tables.  Grounded theory qualitative approach was used to conduct this exploratory study and provide insight to the phenomenon of poor manager theory.  The objectives were to prove existing theories related to a naturally existing phenomenon. Researcher chosen a systemic research technique, with a goal to develop a theory about a phenomenon, and applied to qualitative data analysis identified by grounded theory (Creswell and Poth 2018).  A major strength of grounded theory, based on analysis of the data, concerns theories and relationships that can be proven by the data rather than derived from assumption. 

An explanation of the research problem was evidently provided in the introduction of the article. Background information and rationale for the study were apparently described. Researchers had examined other literature as part of their research and not simply a description of other works, but a critical assessment. This study was designed to fill a gap in the literature, and the practical implications of the thesis were solid.  Recommendations on training, effective structures and cultures of organizations, and employing better corporate policies were made. Limitations and future research were explained clearly and logically.

Research findings were consistent, clearly presented, and coherent with the stated purpose of the study. The study identified the characteristics of a bad manager and the causes.  The themes and subthemes were explained and stated clearly.  To answer the first research question, six themes and twenty sub-themes of characteristics of bad managers were presented. For the second research question, four themes and fourteen subthemes were identified. Visual methods were presented properly in the structure of tables and figures. Findings were presented in a manner that can be understood by an average reader.  A purposeful sample was chosen and only from the frontline hospitality practitioners and field of practice was also described in the report. The practical implications were strong by identifying characteristics and the root causes of bad managers from the perspective of coworkers, prevention measures could be taken. In order to reduce the negative outcomes, additional measures such as recruitment, training, and organization restructuring were needed to improve the working environment and reduce turnover were suggested by the report.

[bookmark: _Toc85634719]Weakness of study
The article had a strong title that captures the reader's attention by using an argumentative word “Hell” manager. The content of the research was clearly defined with a precise question: "How do hospitality employees profile bad managers?" The choice of using a sensitive word might catch attention, but it could be seen as a weakness as well. Despite its negative connotation, the word “Hell” was not corresponded to any terminology currently used in the field of literature such as abusive leadership, abusive supervision or toxic manager. Moreover, as grounded theory was chosen as a qualitative study method that had been well-designed throughout the research, the method of study was recommended to be mentioned at the beginning of the title to facilitate understanding and enable peers to find the article easily.

Keywords are important in all research articles, and each keyword should describe the topic being discussed. The chosen phrase or words must serve the purpose of summarizing the study to enable readers and peers to find and understand the article (Barzun, J. et. al 2007). This article chose a total of seven keywords and most of them were between two and three words, except for "Leadership". Although using a single word is acceptable, it may result in mismatches against readers’ expectations. To improve a stronger search for citation, it would be helpful to rephrase this single word to make it more relevant to the topic. 

Evidence of an adequate review of others’ work appeared in this research article while a literature review section was missing. The citations were relevant but not too recent. Academics generally agreed that it was ideal to source articles published within five to ten years of a research (Wolf 2019). Research quality depended greatly on the choice made by the researcher when determining inclusion and exclusion criteria (Snyder 2019). The year of publications review should also be taken into consideration. A total of 38 papers were cited in this study, fifty percent of which appeared over ten years before the study. Although limiting research on literature based on publication years may possibly create bias and errors, it is recommended to provide more recent researches as a reference (Wolf 2019).
[bookmark: _Hlk83808949]There was a careful documentation of sample size, response rate, instrument used and specific specifications of selection criteria. Sampling with purpose and criteria of working in hospitality field for twelve months. Responses were taken from South-Eastern United States University alumni. A purpose sampling was chosen by the researcher to reach alumni of university, however, the reason of this was not explained.  Respondents included servers of restaurants, front office agents, golf professionals, bartenders in clubs, etc.  The participants were engaged in front-line of hospitality industry and back-of-the-house employees were not invited.  The rationale of selection criteria was not clearly explained. There might be insufficient generalization since respondents did not represent the blue-collar segment of the hospitality industry because of the selection criteria for respondents was based on university alumni.

The data collection and analysis procedures in this study needed more clarification. Two oversights were noticed in this report, which undermined its credibility.  First, by design, AOI was chosen by the researchers as an instrument to collect data from direct interviews with respondents. As respondents were working on shifts, AOIs were advantageous since this allowed interviewing at any time, accommodated the interview time window, and prevented embarrassment during negative remarks about managers. Noteworthy, the report did not mention whether there were any interactions with the respondents during the interviews. The only mentioned was the interviews were structured and open-ended questions which fit into grounded theory approach. Second, while the report mentioned 300 respondents but the sample size or response rate was not specified. Saturation of data was achieved at 67 interviews, and a safe guard of 5 additional interviews were included in the analysis.  In the course of analyzing the feedback of 72 respondents, the saturation level of data was reached, and it seemed impossible that no additional information could be found since it was less than twenty five percent of the entire sample size. It takes time and requires attention to details to complete all stages of coding (Timonen et al.2018) and until data collection became accountable for the results of the study, possible gaps in the results were not mentioned. 

The study did not provide any theoretical or conceptual framework to fully develop a theory based on its findings, as grounded theory would expect (Charmaz 2014, Timonen et al. 2018). By interpreting the data in light of the researcher's paradigm, there might be bias in the explanation where the results revealed were thin and did not contribute to present literature in a comprehensive way. For instance, the sub-theme “lack of formal training” was grouped under “unqualified for the position”, which was a cause of poor managers under co-workers’ perspective.  The subjective interpretation was that the majority of respondents believed managers without education degrees were responsible for poor management practices. The argument of this analysis was thin, and therefore, a more thorough examination of what makes a bad manager were not undertaken correctly as a conclusion of findings. There was no framework for supporting the conclusion drawn from the investigation, as explained in the article.

The article intended to provide insight into current literature findings in abusive supervision and toxic leadership. The significance of the research findings was to expand existing management studies. It was acknowledged by Tepper (2000) that supervisory abuse was subjectively perceived by respondents. Based on subjective assessments of respondents, the study concluded that poor managers lack hard skills. The study stated that there was a need to understand how poor managers could negatively affect employee engagement. The theoretical implications of this aspect were insufficient. Results of the study indicated that the objectives of answering the two research questions were met to a certain extent. However, there was no explanation of how theory building is related to employee engagement.
[bookmark: _Toc85634720]Discussion of the Article
There were several issues raised by the researchers at the beginning of the article and not addressed at the end of the report.  First, as the researcher explained, hospitality practitioners have a different profile from other fields. A professional practitioner should possess strong business acumen, self-sufficient abilities, and communication skills. The characteristics of bad managers were therefore expected to differ from other industries. However, the article did not provide any discussion in relation to this discipline. The overlook on this statement would provide a research gap to be filled in the future.
Second, researchers stated that hard skills, mostly technical skills, were needed for managers, and managers might be seen as incompetent without the hard skills. These skills may vary depending on the role of the practitioner.  Front-line positions generally require more soft skills than hard skills to perform their duties such as problem-solving, teamwork, attention to details, patience, etc. (Indeed Editorial Team 2021). Alternatively, back of the house employees may require a higher level of technical expertise in the day-to-day operations. In this study, the sample was drawn mainly from front-line workers and did not include a sample of back-of-the-house employees. It is insufficient to support the statement lacking sample data, and no conclusions can be drawn.    A recommendation was also made by the researchers to include a wider and more complex sample as part of future studies.
Third, the article cited from other literature that management competencies are a moderator to decrease rather than increase turnover.  There are other competencies that impact the perceptions of employees towards their managers.  The attributes of management competencies were grounded in the collected data and the study was primarily based on what the data suggested rather than what the data explained. There was no explanation in this article as to how other managerial competencies might lower bad manager behaviour. In the article, one of the root causes of bad managers was unqualified and lacked the necessary training. On the other hand, managers with training or an education degree would not be abusive?  In future studies, the construct competencies should be further elaborated and covered in more detail to fill in the gaps not currently addressed.

The article examined abusive leadership practices encountered in the hospitality industry and contribute a new aspect of the current literature. This is the first study exploring this topic in hospitality industry and previous literature covering this topic in field is absent. Researchers of abusive leadership, including Professor Tepper (2000), suggested similar research can be performed in a different cultural setting since this and many previous studies only studied the United States or Western countries. It would have been useful to explore this case under a separate lens. In casual practice there are some industries that accept abusive leaders. The military, the sports industry, the entertainment industry, and some others believe that abusive supervision will enhance positive performance (Tepper 2000; Woolston 2018).  In other setting, employees may profile, react and reason differently.  Other researchers can take advantage of the industry gap or geographical research gap to gain insight into this topic.

[bookmark: _Toc85634721]Summary
In the light of globalisation, there is a pragmatic need to examine this research topic.  In the midst of anti-globalisation events, such as Brexit, and the COVID-19 pandemic, some researchers believe the world is de-globalising (Tang 2020); yet, most businesses are facing the challenge of working with multicultural teams and race diversity.  Hofstede (2011) presents six dimensions of national culture in his cultural theory. It is possible that culture shapes how individuals perceive things differently and that unexpected paradigms are produced. Studies of this topic, abusive leadership or toxic leaders, are especially valuable if they are conducted in settings other than United Kingdom and United States research centres. Comparing existing management literature, with findings, from future studies in other geographic locations will allow business practitioners to create a working environment that takes cultural diversity into account. For that reason, future studies on the same topic will be appreciated for the depth and breadth.

[bookmark: _Hlk85120215]The purpose of this study was a reverse management theory and studied leadership concepts on toxic or abusive leaders.  A qualitative lens was considered a better approach given that most previous studies in the area employed a quantitative method. This complicated topic is both physiological and sociological and best described by a grounded theory approach. The two research questions were answered, but there was insufficient contribution to the current literature.  Further exploration and a broader view of the topic is suggested.   Several research gaps were identified such as:
1. There was no explanation of how the characteristics of bad managers in the hospitality sector are different from those of managers in other industries in this article.
2. For a better generalization and validity of the study, future studies should involve a larger and more diverse sample of participants.
3. It would be helpful to elaborate the construct competencies of managerial skill and provide more information to fill in the research gaps not being addressed currently.
4. Research of the same topic can be conducted by other researchers by examining a different industry or geographic gaps.
As a conclusion, while it was appreciated that Hight et al.(2019) conducted a study of abusive leadership in the hospitality industry, employing a qualitative research method, researchers can explore the same topic in greater depth in future studies and add perspectives not covered by this study.


Studying Abusive Leadership in the Hong Kong Hospitality Industry: 
A Grounded Theory Approach
[bookmark: _Toc85634722]Research Proposal

[bookmark: _Toc85634723]Introduction
Research on leadership and management includes studies of transactional leadership, transformational leadership, laissez-faire leadership (Nawaz et al.2016; Harris and Deflaminis 2016), and most recently popular servant leadership (Cable 2019). There is substantial empirical evidence that certain models of leadership can contribute to positive organizational change, thus contributing to the growing attention paid to positive and normative aspects of leadership (Leithwood et al. 2008). Furthermore, positive leadership and management strategies are discussed in numerous research articles.

Over the past two decades, research on abusive leadership has gained significant attention (Martinko et al.2013). Initially discussed by Tepper in 2000, abusive leadership is one of the dark sides of contemporary leadership (Tepper 2000) that bears huge hidden costs (Xu et al.2015).  Studies on abusive leadership have been inadequately conducted outside the United States, and cultural differences, such as power distance and masculinity (Hofstede 2011), may affect the way people react to abusive leadership. (Tepper et al.2007).  Recently, there are studies exploring abusive leadership, conducted outside the United States, using samples from Australia, Canada, China, Philippines, South Korea, Taiwan (Martinko et al.2013), and Macau (Xu et al.2015). The definitions and results are not significantly different from findings in western contexts (Martinko et al.2013).

In order to carry out a holistic study of leadership theory, it is essential to better understand abusive leadership and exploit the dark side of leaders. The study by Professor Tepper on his MBA students showed that hostile leaders are viewed as heroes if they are capable of overseeing business operations without being seen as abusive, an observation that reflects the reflexivity of business culture today (Woolston 2018). Researchers in China had found that subordinates who have higher power distances (Lian et al.2012) or who believe in Chinese traditions (Liu et al.2010) are less likely to notice unfairness after abusive behaviour or perceived abuse.  In other words, it is subjective to define abuse by an individual, as Tepper (2000, et al.2007) raised and some industries embrace abusive approaches such as America Football, where both coaches and players believe hostility will generate results (Woolston 2018). Though some may argue that abusive leadership leads to better performance, a phenomenon that is more prevalent in certain industries or countries with cultural difference with the west. Current literature indicates that abusive approaches, which are seldom noticed by action takers, contribute to destructive performance, staff disengagement, and higher turnover among employees. In spite of the unconventional topic of abusive leadership, different cultures may react, reason, and perceive the issue differently, which Professor Tepper asserts has yet to be explored but is growing in importance due to globalisation and cultural diversity.

[bookmark: _Toc85634724]Theoretical Background
The definition of abusive leadership is “subordinates’ perceptions of the extent to which supervisors engage in the sustained display of hostile verbal and nonverbal behaviours, excluding physical contact” (Tepper 2000) and “operational abusive supervision by asking employees to report the frequency with which their immediate supervisors perform various hostile acts (e.g., “tells me my thoughts or feelings are stupid,” “Puts me down in front of others.” “blames me to save himself/herself embarrassment)” (Tepper et al.2017).

Studies show workplace bullying and abusive leadership are different in their definitions. While bullying can be perpetrated by co-workers, superiors, and subordinates alike and abusive leadership can only be committed by a supervisor to a subordinate. Moreover, bullying is a social phenomenon that brings in multiple offenders and targets, and this can affect the dynamics of the mistreatment by shifting it to a group phenomenon (Henle and Gross 2014). Whereas abusive leadership is often not intended and is usually unaware between a perpetrator and a victim, in argument, consequences can sometimes motivate and enhance performance, even when it is not a prosocial act (Tepper et al.2007). Yet, in majority of research findings, abusive leadership has adverse consequences, including job resignations and turnover, stress or physiological problems, job frustrations and disengagements, and organizational deviances (Xu et al. 2021).

While some managers may embrace abusive approaches (Woolston 2018), most studies discovered that abusive approaches in the workplace are expensive. For instance, in a restaurant, more food is wasted than stolen due to abuse of staff by managers (Detert et al.2007). Despite the fact that the consequences of inappropriate leadership are unknown, the hidden costs can be substantial. 

The capacity of research on abusive leadership in the past two decades is encouraging, but the impact of cultural differences remains unexamined in terms of reactions, perceptions and reasons (Martinko et.al 2013).  In other words, little is known about the differences between beliefs on this topic. The aim of the study is to fill a research gap that has not been previously explained. The conceptual framework (refer diagram 1) outlines the direction of this study.  Most researchers have conducted studies on abusive leadership and have conducted extensive research on leadership theory. This research will explore what has not been described clearly in terms of reasons, reactions and perceptions in the literature based on culture theory and in the hospitality industry.  In addition, look into the research data to determine whether new definitions of leadership theory will emerge.
Diagram 1 – Conceptual Framework
[image: ]

[bookmark: _Toc85634725]Problem Statement
This research proposes to conduct a study on abusive leadership in the hospitality industry in Hong Kong due to the hierarchical organisational structure and strong power distance of the industry members, which are influenced by Confucian beliefs (Humborstad 2008).  This grounded theory study explores perceptions, reactions and reasons under Hong Kong's unique cultural background which have not been answered by other researchers. In this study, interpretivism is applied to understand data gained from practitioners and researchers by understanding their perceptions (Charmaz 2016).
[bookmark: _Toc85634726]
Purpose Statement
A study conducted by Hight et al. (2019) claims to be the first to examine the attributes and causes of bad managerial behaviour in the hospitality field. A critical review stated in previous chapter concluded that several limitations could lead to future research needs to fill in the gaps.  The purpose of this proposal is influenced by Tepper (2000) and Hight (2019) and this research's findings in order to determine whether abusive leadership is perceived, reacted, and reasoned differently in a different cultural setting. The cultural dimension of power distance (Hofstede 2011), suggested by Tepper (2000) as a factor of abusive leadership, is stronger in Asia than in the West (http://clearlycultural.com/). This research proposes to extend the analysis conducted by Hights et al. (2019) a study of abusive leadership in the hospitality industry and to explain research questions related to this study.  It is expected that both practical and theoretical contributions will be made at the end of the study.

Furthermore, is due to the researcher's experience and passion in the hospitality industry and the desire to provide insight into leadership practices that are inappropriate, in order to reduce risks and the cost of losing talent and maintain healthy working environment. Considering the unique cultural setting in Hong Kong, where east meets west with cultural diversity and globalisation, it is a strong motivation to look deeper into the research questions.

[bookmark: _Toc85634727]Methodology
[bookmark: _Toc85634728]Research Questions
Professor Charmaz contends that grounded theory is not centred on “why”, but on how to interpret the data by the interpretive stance of the researcher (Charmaz and Gribbs 2015). The method consists of a flexible strategy and interactive approach to studying processes (Charmaz 2012). As a result, this study will focus on the following research questions:
1. How do hospitality practitioners in Hong Kong describe abusive leadership?
2. How will respondent react in a certain way under abusive leadership?
3. Where does this reaction comes from or the reasoning behind this action?

[bookmark: _Toc85634729]Justifications of Suitable Qualitative Methods
A qualitative research method is selected for exploring insights from the chosen samples in order to examine the research questions. In the definition of qualitative research methods, assumptions and interpretive frameworks are used to study social or human problems with the intention of understanding the meaning implicate in the findings from an individual or a group (Creswell and Poth 2018, p35). Many researchers used quantitative research method in the past to examine this research topic.  The nature of abusive leadership can be traced to sociological and psychological elements that numbers and statistical methods cannot fully explain. This research is designed to answer the research questions introduced by Professor Tepper under an Asian influence.  Examining whether there is a different definition of abusive leadership under a purposive sampling of an industry and under a unique culture.  The ground theory approach is the method this research plan will use and will provide the data required for answering the research question. Based on an inductive analysis of the data collected from purposive sampling, this study takes a constructivist position in generating theories (Charmaz 2014, p.13) and by studying participants' experiences, researchers aim to better understand social phenomena (Sebastian 2019).

[bookmark: _Toc85634730]Research Design 
In this study, following the argument from Professor Tepper's abusive leadership research, the main purpose is to answer three research questions based on the constructivist of Hong Kong hospitality industry. The research is going to be structured and conducted in a systematic approach. First, the researcher will recruit participants and contact the largest vocational educator in Hong Kong, the Vocational Training Council (VTC). The council operates various schools, colleges, and institutes that provide qualifications to more than 250,000 students annually (www.vtc.edu.hk). An invitation will reach out to alumni in the hospitality industry through VTC and invite them to participate in the research. Participants will also be encouraged to invite a supervisor or previous supervisor to join the research.  This study will be conducted on two research subjects. A target of 30-50 pairs of research subjects.  As a backup, researcher will recruit from online chat rooms or ask participants for referrals. No compensation is planned at this stage.  Second, the researcher will prepare semi-structure interview questions based on Professor Tepper’s fifteen-point checklist on abusive manager behaviours (Tepper 2000; Woolston 2018).  The questions will be restructured into open-ended versions instead of using a five-point Likert scale in Tepper’s study (refer figure 1).  The purpose is to obtain information reflective of the research questions through interactive inquiry with participants. The fifteen questions will focus on how the pair subject experienced, reasoned, and an overall perception on abusive behaviour.  To avoid concerns about disclosing information, interviews will be conducted separately to assure confidentiality and anonymity.  Participants in general position and leadership roles are interviewed but are not limited to using their current immediate referees as a sample to answer the questions. Third, following the collection of data from semi-structured interviews, the researcher will analyse information provided to produce a theory through the process. However, if information is not sufficient, the researcher may arrange a follow-up meeting with research subject to look for more data until iterative and a theory-building emerge through the process. Forth, the study should include participants' voices, the researcher's reflexivity, an interpretation of the problem, and a theory grounded in the data as well as its contribution to current literature.

[bookmark: _Toc85634731]Data Collection Procedures 
When the settings and participants are appropriate for the study, the data collection process will begin. Interviews will be conducted by phone, in-person, via Zoom, or through other online devices under the choice of research subject. Researcher prefers interviews to take place via Zoom, where it can provide automatic records and transcripts.  Interviews will use Cantonese or English as a medium to communicate, choice is subject to interviewee. Automatic speech-to-text translation is not available at Zoom, and language as a barrier, the researcher is looking for options on asynchronous online interviews (AOI) to overcome language barriers on speech-to-text functions.  At this time, a few apps are being selected and will test as part of a pilot project.  An interview is scheduled to last between 45 to 90 minutes, and will be recorded. Both Chinese and English transcripts of the interview will be audited by researcher. Respondents will receive a copy for validation under the language selection. 

[bookmark: _Toc85634732]Data Analysis Procedures
The original data are gathered from semi-structured interviews, which are then converted to transcripts. Analysis and coding of the transcript will be carried out initially in line-by-line, open, axial, and selective coding (Creswell and Poth 2018). The criteria for grounded theory coding involve analysing the data collected prior to coding. Efforts will engage in a focused coding process and select what seems to be the most useful initial code, and then we will test it against extensive data. The process consists of comparing data with data, followed by data with codes (Charmaz 2014). Grounded theory is rooted in methodological self-consciousness (Charmaz 2016), as such, the use of coding as an instrument to improve understanding in depth and make discoveries (Charmaz and Gribbs 2015) of the research topic. The findings will then be validated by the research subjects to reflect openness, truthfulness, and credibility of this study.  An analysis of the data will answer the research questions and form a theory that explains the identified relationships.

[bookmark: _Toc85634733]Limitations and Practical Considerations
Practical considerations include time constraints, a large amount of research data, and anticipated limitations of this study. The limitations are language, translation bias, and researcher bias. The interviews will be conducted in Cantonese, and the transcripts will be in two languages.  There is a significant amount of work to be done when translating transcripts.  This can be resolved with technology such as speech-to-text capabilities and Google Translate.  There is a possibility of translation and researcher bias in interpretation. It is believed that this can be solved by obtaining confirmation and validate from the research subject at the end of the interview. Furthermore, grounded theory is shaped according to the pragmatist schools of thought (Timonen et al.2018) in that ontology and epistemology influence the research process. Limitations on oversight by researcher on overall data meaning and interpretation are inevitable.  Thus, researcher is open to the data and will look for insights that appear to exist. There may be obstacles to recruiting respondents in pairs. There are backup plans that include snowball sampling, recruitment from online chat groups, and connections of researchers in the field despite the source from VTC.

[bookmark: _Toc85634734]Role of the Researcher
Research quality is influenced by a researcher's worldview and paradigm (Creswell and Poth 2018).  This study is built upon constructivism, according to which researchers gain insights into the experience by interpreting practitioners' sharing (Creswell and Báez 2020). The researcher will remain objective throughout the process, remain open to different perspectives, and assert different values and beliefs (Creswell and Poth 2018). In order to develop a theory based on emerging data, this study will take all aspects of the analysis with a holistic view, from an equal position, and focus on all issues relevant to the research topic.

[bookmark: _Toc85634735]Ethical or Practical Issues
There are no significant ethical issues or anticipate practical issues associated with this study. Before research interview, researcher will arrange participants to sign an interview consent agreement to confirm the consent given (refer figure 2). Information about research subjects will remain anonymous and not be disclosed.  All data collected will be kept and saved properly.  
[bookmark: _Toc84520898]
[bookmark: _Toc85634736]Implications and contributions to knowledge
[bookmark: _Toc84520893]
[bookmark: _Toc85634737]Theoretical Implications
This study aims to provide two important theoretical contributions. First, a theory to describe the perceptions, reasons and reactions of abusive leadership in a special industry setting with a strong hierarchy structure and high-power distance. This study will attempt to develop a theory through the process of comparing data gained from the interviews under inductive procedures.  Second, consider if there is new evidence suggesting that people influenced by Confucian beliefs in the east have different views on abusive leadership. This study will use the fifteen points of abusive leadership factors proposed by Professor Tepper (2000) to develop semi-structured questions to examine abusive leadership. Tepper used a quantitative approach, but this study will use a qualitative approach based on ground theory to explain and understand phenomena. In addition to extending existing knowledge within critical bounds, findings from the study should concentrate on improving existing theoretical framework.
[bookmark: _Toc84520899]
[bookmark: _Toc85634738]Practical Implications
Qualitative methods examine responses by examining more details about insights revealed by data. The written report of this study should include recommendations to hospitality industry members, corporations, businesses, or other industries to recognise abusive leaders.  While some studies indicate abusive leaders can be toxic and certain industries embrace abusive leaders to achieve higher levels of performance. The issue is about how team players see, think, and react and the relations are important.  By understanding the attributes of abusive leadership, this should improve company culture, understanding, communication, and performance. Findings can also provide policy options or demonstrate the need for specific changes. This study represents a call for action or a commitment to change and embrace cultural differences in a professional setting. The use of leadership development programs, assistance with supervisorial training, and closer attention to employee feedback are ways to improve organisational culture aim at reducing the incidence of abusive supervision at work. 

[bookmark: _Toc85634739]Preliminary Pilot findings & Expected Outcomes
Preliminary findings identify some cultural traits that might influence perceptions, reasons, and reactions of abusive leaders, among other aspects. For example, in Tepper’s study silence is considered as abusive treatment.  In contrast, Chinese believe that keeping silence is a form of wisdom from Confucius. From the Analects, Master Kong said, “speak only rarely and less often.” (Ames and Rosemont 2010, p79-80). Asian cultures consider silence to be respectful. Silence is an indication that someone is accepting or affirming.  On the contrary, it is considered impolite for a person to express their opinions publicly to their leaders. This study will explore how people see, react, and reason, in comparison to what has been found by other scholars in an attempt to provide a theory that can explain the phenomenon.

According to Lian et al. (2012), managers will adjust abusive management practices even if they were practicing abusive supervision in their country with a high-power distance understanding that will not be tolerated. This theory implies that abusive acts will and can change as a result of different beliefs. This study will investigate this theory in more detail, and we believe the findings are both practical and theoretically meaningful.
[bookmark: _Toc85634740]Research Time Line and Proposed Budget
It is expected that the research will commence in January 2022 and be completed in December 2023 with a written report on its findings. Please refer to the Appendix for details. This is a self-funded research study, except for translation costs and some software costs, expenses will be less than $10,000.  

[bookmark: _Toc85634741]Conclusion
Understanding the dark side of leadership is just as important as studying the positive aspects of general management. This proposal offers to study abusive leadership what is rarely covered in common literature. Recognizing the reasons, reactions, and perceptions of inappropriate act of leadership allows an individual and organisation to improve in many ways. It is important to extend what is known from previous scholars under a qualitative lens and add what is not known under a different cultural setting. In this study, the findings will add depth and breadth to what is already known in the existing literature.
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[bookmark: _Toc85634744]Figure 1 – Interview Questions (Sample)

Questions for research subject in general role (example)
1. Can you tell me your experience at work if your leader would ridicule you? Please describe what happens?
2. Will there be an example if your leader will consider your thoughts and feelings are stupid?  Can you give me some details?
3. Have you experience any silent treatment from your leader? Can you give me an example?
4. Will there be any experience of you being put down by your leader?  Describe your feelings to me.
5. Have you had experience that your privacy is being invaded by your leader?  Can you give me an example?
6. Will there be times that your leader would like to remind you on your past mistakes and failures?  Can you give me an example?
7. Have you had experience that your leader does not give you credit after the effort you made?  Please describe what happens?
8. Have you had experience that your leader put the fault on you or blame you just to save him/her from embarrassment?  Can you give me some details?
9. Have your leader ever let you down/ break promises?  Can you give me examples?
10. Have you had experience that your leader will express anger at you with no reasons/ mad at another reason? Please tell me more
11. Have you had experience that your leader is acting rude? Please tell me more
12. Have you had any experience that you leader makes negative comments on you?  Please tell me more
13. Will there be times that your leader forbids you to interact with other co-workers?  Can you give me some details?
14. Have you had any experience that your leader says you are incompetent?  Can you give me some details?
15. Will there be times that you think your leader lies to you? Please tell me more

Figure 1 – Interview Questions (Sample) cont’d


Questions for research subject in leader/supervision role (example)
1. Can you tell me in your experience in supervisory role, you will choose to teases a colleague? Can you share some details?
2. As a leader, will you consider your colleague stupid and tell them?  Can you give me some details?
3. Have you experience giving your colleague a silent treatment and not talking to them? Can you give me an example?
4. Will there be a time that you have put your colleague down in front of others?  Can you give me some details?
5. Have you had experience that you have invaded the privacy of your colleague?  Can you explain the reason of the act?
6. Have you experience reminding your colleague their past failure or mistakes?  Can you give me some details?
7. Have you experience forgetting to give your colleague some credits after the effort they made?  Will there be any examples?
8. Have you experience putting the blame on your colleague to avoid self-embarrassment?  Please tell me more
9. Have you break promises you made to your colleague?  Please tell me more.
10. Have you express anger to your colleague with no reason / mad at another reason?  Can you describe what happen?
11. Have you been rude to your colleague?  Will there be a reason for the act?
12. Have you made any negative comments on your colleague?  Please share your reason of the act?
13. Have you forbidden your colleague to interact with other co-workers?  Can you explain the reason of such?
14. Have you comment your colleague as incompetent?  Can you describe what happen?
15. Have you lie to your colleagues?  Please tell me more.




Figure 1 – Interview Questions (Sample) cont’d
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[bookmark: _Toc85634745]Figure 2 – Research Consent Form (Sample)

Abusive Leadership Study in Hong Kong Hospitality Industry
[image: ]
(Source: https://www.tcd.ie/swsp/assets/pdf/Participant%20consent%20form%20template.pdf)



Abusive Leadership Study in Hong Kong Hospitality Industry
Consent Form (Sample)
(page 2)
[image: ]
Researcher Name:
Researcher’s School:
Researcher’s Contact: (Mobile)				/(email)					

Signature of research participant

													
Sign										Date

Signature of researcher
I believe the participant is giving informed consent to participate in this study	

													
Sign										Date			
(Source: https://www.tcd.ie/swsp/assets/pdf/Participant%20consent%20form%20template.pdf)


[bookmark: _Toc85634746]Research Time Line
A 2-year research starting from 1st January 2022 to 31st December 2023
	Research phase
	Task
	Deadline

	Pilot Stage
	Design Interview
	Jan, 2022

	
	Pilot Interview
	Feb, 2022

	
	Choose and test interview equipment
	Feb, 2022

	Recruitment Stage
	Contact VTC
	Feb-Mar, 2022

	
	Recruit Participants
	Mar – Apr, 2022

	Data Collection Stage
	Arrange interview appointment
	Apr – Sep, 2022

	
	Prepare transcript & validation
	May – Oct, 2022

	
	Memo writing
	Always

	Analysis Stage
	Coding
	May – Dec, 2022

	
	Building Theories
	Jan - Feb, 2023

	Production Stage
	Report writing
	Feb - Sep, 2023

	
	Report editing
	Oct - Nov, 2023

	Final Stage
	Report presentation
	Dec, 2023
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Questions based on Tepper (2000) a confirmatory factor
analysis of abusive leadership revealed best fitting model.

__ Ridicules you

__ Tells you your thoughts or feelings are stupid

__ Gives you the silent treatment

__ Puts you down in front of others

— Invades your privacy

__ Reminds you of your past mistakes and failures

__ Doesn't give credit for jobs requiring a lot of effort

__ Blames you to save himself/herself embarrassment

__ Breaks promise he/she makes

__ Expresses anger at you when he/she is mad
for another reason

—_ Makes negative comments about you to others

__ Isrude toyou

__ Does not allow you to interact with
your coworkers

__ Tells you you're incompetent

__ Uiestoyou

(Source: Woolston 2018)
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