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Abstract

Workplace incivility and abusive supervision are mild forms of workplace mistreatment that are
harmful to individuals and organizations. A comprehensive review of existing research with an
integrative perspective is conducted to compare and identify the two in terms of their conceptual
definitions, antecedent and outcome variables, and relevant theoretical perspectives. The review
of recent studies that include both variables reveals two major research themes that focus on the
interactive effects of workplace incivility and abusive supervision (multiple interpersonal stres-
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sors) on outcome variables and the positive effects of abusive supervision on workplace incivility
in the framework of Conservation of Resources Theory, Social Exchange Theory, and Social Learn-
ing Theory. Future research should focus on adopting longitudinal designs, incorporating factors
such as culture and industry into the research framework, as well as exploring coping strategies.
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1. 5|

B B O PR R S, BRI FEFR4T v(Workplace Mistreatment) iz it N AT TALEF[1], T3
FrRAMGHEE. K, EEME, B O HLSUT R SUIR I E Fi i (2] 0 AR TR B2 3 E A
M A Z M, SR EESHE. AT NS, Fra BRI E RS0 I TR
AR SR -AlTR

EIRHR 7y RE AR U IR BIF 78 45 4 v () — F R AT SCBRE PR DX AR AR, AH AR AE AR 2 K )5 L B
. & EEHEAR AT NI ERGRREMEA, I RGN H =R, eIiELTE
S RATAE, SAAMEFIHLS = AR faE, FbZR¥EWER, BRER T REWR. oHFE N
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ORI SCHE S, XTI A ST N S SR B NS . MOS0 S B AT X LT, JF 3 ax s
T F R AT TR VPRI FR B2, DAAESNHRI AN SCRAT R pE A T (1) AR T 9

2. BRIARTEAIT AR IR

TAESFTA SCHIAT J9(Workplace Incivility) & T /BT e +-40 M3 047 9, 3L A S hyize 5 T3
BT R0 T A T 54T (3] TR S AT 72 X, A#Bi% . Andersson A1l Pearson (1999) 1
S, AL SO Bl ORI 05 G IR B 47, 3 EL AT A 1 T R 2 T A BT 4],

JUEF SCBR I (S LG R R, B TR R AT NI A i — B S8 RTRM S M. L
I ARSI NIt , — RO T2 EE M, BRI N T ES L. SEA
M. 1ETAESUR, BRSO T 5 TAE S50 B BRI L 440 RAT LA W
W, FEA SR, TAES IR AT S WR 2 R TSR B R TR R 4

BT IR ST T RE P A (4 R, A AIBT 90 % TP SR e AT IR B . EAT OB e M S
% BEH RIS TN % AR ST AT AR . ST fE R, U SR A
e 1 T R0 R S B REBIIIS]) (6] DA TS MR AR i 0 L« A/ P T T R S S S WA
N7 WEEHMMER, 5 AR TREK R T, SRR ARERI R TE T B4 1R
W47 (8], LLAUERHI T, DR T EEE S 4 ARG G 7 S S 47 5 TR AT o R B 9]«
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3. iz FEEEMRIR

[ JE 3 (Abusive Supervision) & i 4 3R £ 52 I — R fUn AL FAT N, BRI AN 201 gk
FEX HFFE R S B F BMEEAT N, (BN SR A [10]. FESHEN ™ AERE T 2407
W Z, I HXTRBI TR ARG R AR B H M.

FEEHE AT, BINHALRN— R FELERAEK, Bl i THEEMESGR. BORHALAAR
TR, EEEmMEI TS, TERANS SRR AMEE SRRy, FESHHFIELERA fUmH
VEFT, TERARFERE AT REP= A BB, 1 Yu Al Duffy (2021) & B 24 N A L =) St /3 Re 5 B A shl
SEPE U AR R R R, R R RN, A AR S EUE D W R ZEAT N Z AL
AT M[11],

FREE IR SZ 20 7 )z HERE 2 (G, AT KA NS E R IR BRI S 4 U5
A ENT R A PR AT T R HA AT N RRIE AT LA A T B R ]
RESL R A B, a0 E B AELER) S SRS TE AN TE AR O B AR U R AT R 2 AR AT RE I BUOR S
BLHFR, M5 R B IEAROC[12] N I/ MARRHIE 2 R e A B ) S BT (R . AT, R
ANEER 53 TN AR AS KT o 32588 B R A EE ) F A, 1T s S R0 08 T p ) 2 A 1l T Bk e
Afe e TR R BE[13], HIGW IS R B SR AR B R 8 i, A5 H 7T Be B0 T3t — 20 % 12 3 b 4
50 2 # (Ileader-member exchange, LMX) X R i [ 14]. A ZUASE0 2 E B FT A48 &, Tahir & Khan
(2019) A L7 FE A8 PR A 2L 2R IS5 0] B JE A BEAT IE [ SR [15] o

4. BIAARARIT R SR E EEIRHT
4.1. BEEANBRITASREZBEEEMSRER

PIAASCIT A SR R T FE T TR ER S, BRI R 1), WEX
KE, PIHEHBEABHNGESE, ULAORESET N RSN E AR, e 2R Y
AN REERFE N BN FRBeE . SO DR AR B A [ 10]: THERIAANSCAT A B35 IRFIEA - 1) 35
KT P ERMEN; 2) JE T MR MR E; 3) iEEEAYIR[4]. Bk EE EAe
B IR LX) T AR T AN SCWIAT A — AN RBEAE T SE ORI, B RE A B SERti B v, T
ASCAT ARIRIENE L e, WUk EST . FFSREE; AFTEEEHE, WA NRIEE)
HMRZHEEH L MBARES

Table 1. Analysis on the concept of uncivilized behavior and abuse management in the workplace

# 1. RN XRITAS BEEEH YT

Eiili g Freitk BN S E (e St
WOAA ST 5 7 T T
Wiy S g A 7 I EXICE eI

PUAA ST N 5 B 8 PRAEAE AR AL B R AR &, (HPE th TS ZE R, WA RA TR R,
HRIGHAI7 AN SO iR e sCHE SR, T S2 I AN SO AT NI 325 3 T U ON STt 22 D R AN ST AT
NJE A AT RSB AN SCWIAT N[16]. W T B RE A B SE i 5 52 B XA 257, aiid R B
FIR T, JEHARAL TIRZ M AT, A AN K AT 58 s e o o i A PR A SE Tt

W37 5 8 A LS I A SO AT N S A R IO TARSU . G455 A 5%, SR i T 5 R B St
FE, WHRE VN, T H MG R B B TSR AR, AR AT S B R B LGB SR L AU
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AR EFR[L7], RS THIRA ST, BEEHEE OB OGE.

WA AN SCHAT D A0 B i A B AR E TEAE A AR A ) R AR AL Ay o SX LR BB T VA0 = b, 7p il «
Mz B, RIRGRAE IR ARSI,

ERTRIREEHNPI T, PR REN M. #E B3R U8, MBI g
NBATENT A . B TAL L2 2B E, ATV & EIEAT R WA 115, LA
AN BT RIS 2 R 5% BT D8 mT RE RSN 158 ) 22 ST UR[18], 1 s o ) 2 2 2 i i L 3 2 72 75 1
BB PR NS U T B SR, AAR & 22 ST BB AL X HR S AN ST ORI FE AR X B D, 2 fE A &
2 PR AR S R TR I B A SCUAT A B R R A STy, EE A M, R T AR
Wi S, N RIANAT NS BRI S EAEA T, 18 38 5 23 S R F A SR AT N [19]

WIRRAF B U N D NG BINIIRAG . REARIT A IME R BRI, A SR BB, A2 i
Gt — B HFETTIR, DURIPBUA B BRI AN SO A 8 A BT SR 1) J5 S RT DURRARE SR OR A7 BRI HEAT R
B, 0 Viotti 55 A (2018) A LRI FANSC AT AN AR AR 2 Bt I 18] (A2 A 500, [RI AN SCWIAT
PAUGANE N BHIRIR RIRIE A A, X HA A S (i 2 W FE BRI, (645 BEURTCIR RO AR R 1K
R AT A8 S B08 — 5 I BHER R [20]: Kim 25 A (2018) FH T 57 AT ) 78 B B ER A 1S 00 T B B R AR R
ABATTRT B8 2 Bk I AT T B RIRIE 24T D9 BAOR I AR AT =5 53 B[ 21]

2 AR (SET) 2 4LUT N e Ui A Vi s —, 2 BRI AN S AR, 5 18 A BT
TR HE MR, RIRF R THEG R EEMRMRE, A3 RIGEM AT, FRiHE 5
JEEBAT NN, A TATRE YO A H AU O S, FF AT RE SRR KR A BRI, M i e VR AR S
B2, FEARAIRIE KT [22].

UeA,  E AN REE S SRS . AN FRNE . MO, B RBFESEE X HR 7 A S
AT N 5 B R BT IR T, B A SO AR B e B BRI T

4.2. BEAANERITASREZBEEEREXHR

AR, B2 SCHR A SIEHIE B A1 BERS 7 AN SCHIAT MRS (o pE A B R I VDR &, AR — N BB HE
ZERX P AT IR, WA 2.

Table 2. Research on the relationship between uncivilized behavior in the workplace and abuse management
= 2. A XRITASREEEEXMR

gl

it A s e MRIER AR
Shin, Hur, e . s ERRAENIG, % RS
atwang 0 ECIE IR B PRI it s stsesin— R L
2021 =8 & & GO R R T e
i i T6% 5 5 B o W 4 BEIR B PP A
Shin, Hur, R, gy (IR AL TAESE
&Kang, IR = BR( sy MO, T A S
2021 ‘fﬁ?; &) 17 S TR T R F X SO
ASCHIAT R W
o AABGH et ERBUAHRLR T, BE
Jha & g THEmRA  BARAZSARIE  mig, A B AAE B O%
Sud, 2021 = AT H W R TEGs  BEMEE IORRSEER TIEB AR ST

Hifie AR i 1.
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Continued
o TAESATA ey FEEEN S BN W A AR
Ozkan, A S AT TR g & ABIESATRE. TIESE
2021 e e ik, TAEZAT  ERSRAEE  ORSCHAAT AR AR HE 50
Hefx ® A
. WA R FE SRR R EE @M FEA TR
QbélAad — —— TAEBAN ey EIRERA SRR, 1mhE
2021, =k A Hify: FEASH I R TAE B ONIRSS T xR
TH AR KR

R B BN PN SCHAAT vl
Al-Hawari S R i35 e TSR YR T B FEvR RN o1 L3 2

etat, TERE om0 ‘ Ko Sy, TS RELERIZ P R
2020 PSR o)) e RTeE Hie SCHE R B T B )
F
e I P 2 e
_— %ﬁgﬁé;; RIS BT 0o A 4
mul e FEBLEL. A S B TER R SR
ctal, i Lamfth B TN T, ARG 5T
0 2 e 52 5 1 1E 1 B
= HAEH) 5.

G AR SR R R SO AT R R MR E Y, — e R T B R IR, 1E
PRAR EE A T, SRR AR SCHAT AR RS TR 5 T4 B SE FE A, 3R 28 A bR B
RATERIEIW . ARG TES, 2V 1 R TARSS 5 2 B s — Sk i, &
FEAT BRI AS SO 2R A TR IRIA VB FE AR, 5 TR = Se AT I OB, S50
T BL 25 40 T ARG T 1%

(A — 00, DU R BRI AR SCHIAT a3 R A AR FE 958 B9 36 8 T L 9 2 ot 45 S
RS AR M, A Al-Hawari % A (2020) B TR WIFE— LIRSS R Ty, SRIEE ML, & PR
W4T RIS L FER I K, X AT AR A — 2RSS A T TSRS, ML T EEm S, 0i1Es
AT REAL T35 K 2 AN SCIHAT AR L [23] . Shin 28 N (2021) KB, fEHEEBE =T, RILAEEBEERT
St 5 1 Pl 0 ) ) 22 4 R0 R P LR [ T8 P TR (LR T T, [R5 S SCIAT AR — 2R %% A
AT ARG 4R R 5 A [24]

BRI 90 i 58 P 0 LA AR SC A7 A9 ) B M S AL AR SC AT A9 g A b 24 SR B
0, TR R TR BRI AN SO AT 140 0 [ S0 C 2 SURF GEAE S, 1T S0 F [ BT T DA B AL 45 ) Rt 4
SHIB R . R, A AT RURH BT S AT A BT AT, 2 5 TR L R U
B, AR 5 ) S Eh I 4 S R A AT 9 7 R A I A8 T 1 A B A A (A R A S
FTH) “BIE” AHAN . TRETHELTHITY, A AT A A AR AT % A NS LS AT 6]
(G T S, 67 T3 IS SC W AT S SR i S5t A5 3 (1) R A
5. IRRE

TS TR A SCHAT IR S A IS T — 2o, B 0ELe LA+ s,  HAER
G RIS R ORETE S T RS TR, RIS R R 2 b, W, ST A SRR

JEE PRI TR R I BT 7T, i SR AR, ShZ AR P R R RIS, SRR A S
AT AN REAE BT ON FE R G A By A Zh AR, WA AN ST iR v BE & I 18] (3RS “ I8 st

DOI: 10.12677/mse.2022.113038 308 RS T


https://doi.org/10.12677/mse.2022.113038

RS T

F— R “CLFIRA” HIASH, 05 A B SOl “ 4588 ” RI23], PIULICIA A SCIAT MR 1S
B A RGNS AN, AR AERR R S5 . AROR AT ROZE BRI E AL A, S
) BT 0 75 12Kt — AP BAIE AR 8] ) PR R R o

HR, BT T IR A SN 28 B TR 2 e P e MR ALGUR T, B RGZ SO ATk
R . ANFESTUALA T IR AN SCIIAT R 8 B BOAE AR 22 57, R B 9 [ SCAB I R & Bk B A&
FLYN ST Ja8 Xof F5 i A TR PR R R R S S S A A A P03 A B B AN AT [24] o TR BE AR K PRI 58 L i
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