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Punitive Supervision, | This study investigates the impact of punitive supervision upon employee
Knowledge Sabotage,

E;iifj:;gﬁi;;ﬁt?' of knowledge sabotage and psychological well-being. In organizational

creativity in pharmaceutical organizations, focusing on the mediating roles

Being, Mediation behavior perspectives, study explores how negative supervisory practices
influence emplogees’ knowleclge~sharin8 behaviors and psgcllological
states, that in turn affect their creative performance. A multi-level dataset
was collected from emplogees and managers in pharmaceutical companies

using a purposive sampling technigue. The data were gathered through a

structured guestionnaire on five~point Likert scale. A total of 335 surveys
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INTRODUCTION

In contemporary organizational environments, especially in the knowledge-based industries like
pharmaceuticals, has grown to be highly dependent on employee creativity as a key force behind
innovation, competitiveness as well as long~term sustaina]oilitg (Amal)ile G5 Pratt, 9094, Anderson,
PotoCnik & Zhou, 2029). The pharmaceutical organizations (organizations in 8enera1) are in setting
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where technology is evolving swiftly, there are tough regulatory requirements and the research
and development cost is so high that it requires employee (all tiers of the organization) to generate
ideas and solve pro]alems at all times (OECD, ?0(24; Zhang & Li, 9025). Creativitg, in this case, is
not a personal quality but an organizational piece of the pie that is developed in the complicated
interactions between leadership behaviors, organizational behavior, and the employee psychology
(Shalley, Zhou & Oldham, 2024). Nevertheless, although a significant amount of literature has
been focusing upon the importance of supportive leadership in enhancing creativity, relatively less
focus has been directed towards study ing the negative or destructive leadership styles- especially

punitive supervision in derailing the creative performance (Tepper, Simon & Park, 2024; Schyns &
Schiuing, (2025)

This type of leadership, punitive supervision, which is marked by criticism, over-observation and
punishment to make the subordinates obey, can lead to the creation of the environment of fear and
anxiety that suppresses the desire of subordinates to share their ideas and think innovatively (Khan,
Quratulain & Bell, 202D). The reasoning of this research is that it is necessary to understand the
dark side of leaclership in order to develop a comprehensive picture of the organizational behavior
and how it can be integrated to boost creativity. Thus, based on this assumption, the current study
contextualizes punitive supervision into another organizational behavior model that looks at how it
has indirect impact on elnplogees” creativity via two key mediating variables, namely, knowledge
sa]ootage and psgchological well~]3eing (Serenko, 20(24; Li, Wang & Chen, 90(25). The intentional
deeds of workers intended to Conceal, hicle, or mislead knowleclSe, which would be otherwise useful
to co~workers or to the organization, can be defined as knowledge sabotage (Serenko, 2024). Such
behaviors may be a serious impediment to innovation processes in knowledge~intensive industries

such as the pharmaceuticals where collaboration and exchange of information are crucial (Wang

& Noe, 2029).

The psychological well-]oeing, on its part, deals with emotional and cognitive processing of their
work experiences ]JLJ individuals that incorporate stress, job satisfaction, and mental well-]oeing, in
general (Diener, Oishi & Tay, 2024). Employees are not likely to engage in discretionary activities
such as creativity due to lower well-being since they become depleted of cognitive and emotional
resources (Hob{oll, Halbesleben, Neveu & Westman, 9094) BLJ integrating these mediators, the
study will unravel the veil of the understanding how punitive supervision would be turned into less
creative performance and a slight understanding of the relationship between leadership behaviors
and subsequent cascading effects on individuals and organizations. The theoretical and empirical
traditions of the proper conceptualization of most important variables in this study find their base.
The psychological well-being is a complex construct that encompasses emotional stability, distress
absence, and positive work functioning (RL]H, 90(24). The punitive supervision is theorized as the
form of destructive leadership relying on the application of coercive power and, in most cases, it is

executed l)g ruthless feedback, open criticism & punitive measures of clerison] per{ormance Or errors

(Tepper etal, 2024).

Unlike constructive types of leadership, which emphasize support and growth, punitive supervision
revolves around control and obedience and often at expense of independence & intrinsic motivation
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among emplogees (Deci, Olafsen 5 Rgan, 9094). Knowleclge sa]ootage is a deliberate act in which
employ ee’s thwart knowledge sharing in company by deliberately seeking to cause such a situation
(Serenko, 2024). It is not just a passive form of knowledge lurking in that it has active elements of
disruption, manipulation & thus poorer form of counterproductive knowledge behavior (Connellg,
Cerne, Dysvik & Skeylavaj, 2029). The dependent variable is the employee creativity that is the
ability to produce new and valuable ideas, processes or solutions in an employee situation (Amabile
& Pratt, 2024) Asa whole, these variables will form a uni{ging framework that will define both
behavioral and psychological instruments that relate leadership to creative performances. In this
regard, these variables may be related to each other in theoretic way in numerous complementary

perspectives and situation, such as social exchange theory, conservation of the resources theory, and

affective events theorg (Cropanzano, Anthong, Daniels ¢5 Hall, 9095; Hobfoll et al, '2094; Waeiss
& Beal, 2029).

The social exchange theory explains that the workers-managers relations are predetermined by the
relationship of shared exchange; when workers are exposed to punitive measures by their managers,
chances of reacting negatively, such as refusing to work hard in job or manifesting positively, such
as sabotaging knowledge, are likely to be pursued (Cropanzano et al, 202D). The conservation of
resources theory implies that people aim at amassing, and safeguarding psychological & emotional
resources; punitive supervision, is a drainage of these resources, causing a decline in psgchological
health (Hol){oll et al, 9024) The emplogees are not motivated to invest extra effort in creativity
cloings that are resource~intensive since theg lose resources (Halbesleben et al, 2094) The other
theory that can be applied is the affective events theory which ascertains the influence of negative
events in work place such as punitive interactions with supervisor that result in negative emotional
reactions that determine attitudes and behaviors of employees (Weiss &5 Beal, 2029). All these
theoretical links contribute to suggestion that punitive supervision indeed has a direct impact on
employees and that it is also a catalyst of series of meditating actions, which eventually lead to the

decline of creativity.

Although there is an increased understanding on the significance of leadership in influencing the
employee creativity, a number of gaps are observed in the literature. First, most of the past research
has been inclined to primarily focus upon the positive leadership styles, such as transformational or
ethical leadership, and relatively overlook the detrimental effects of negative leadership styles
(Hoch, Bommer, Dulebohn ¢ W, 2094). This leaves an unfinished picture of 1eaclership~creativitg
connection, especially in high stakes industries such as pharmaceuticals where lack of creativity
can have signi{icant repercussions (Zhang & Li, 90(25) Second, knowleclge sharing and knowleclge
hiding, however, the latter has been actively debated in the knowledge management literature,
knowledge sabotage is not a concept that is examined in~depth and, specifically, as the moderator
between leadership as well as performance outcomes (Serenko, 2024). Third, psychological well~
being as the mediator in the relationship between the destructive leadership and creativity has not
been sufficiently integrated into a single framework, although the previous studies have provided

sufficient evidence on psychological well-being and its relationship with job performance (Diener,

Oishi & Tag, 9094)
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Additionally, there are no multi-level empirical studies providing both the employee and managey
perspectives and making it impossible to generalize and strengthen outcomes (Chen, Zhang & Liu,
2025). Such inadequacies signify that comprehensive research that considers both behavioral and
psychological intermediate factors and adheres to multi-level research design is needed. The gaps
and their intersection and practical issues faced by pharmaceutical organizations led to research
problem in the current study. In particular, project will aim to find answers to guestion of how and
why punitive supervision influences employee creativity & what processes underlie this correlation.
Although it is recognizecl that negative leadership may negativelg affect emploqee per{ormance,
the exact mechanisms by which this happens are yet to be well-understood. The criticality of this
issue to both theory and practice is that it goes beyond conceptually simplistic models of causation
and effect to reveal intricate dynamics that make up the organizational behavior. The paper focuses
on pharmaceutical organizations, thus, also addresses scenario where ]oeing creative is not an option,
but matter of survival and progress, which also contributes to research problem being more relevant
as well as urgent.

LITERATURE REVIEW

The proposed theoretical framework of the current research is based on the existing organizational
behavior literature, speci{icallg, conservation of resources theorg and affective events theorg, which
combined can contribute to the understanding of the impact of negative supervisory behaviors on
the outcome of emplogees (Ho]o{oll, Halbesleben, Neveu & Westman., 9094; Weiss & Beal, 90(25)
Conservation of resources theory is idea that people aim to acquire, maintain and guard desirable
psychological, emotional, cognitive assets, and once these assets are threatened or are exhausted,
individuals become burdened and forfeit discretional exercises like ]oeing creative (PMC) (Hol){oll
et al, 2024). In this context, the punitive or abusive supervision is a major loss of resources, since it
establishes a negative work climate that is full of fear, anxiety, and exhaustion (Tepper et al, 2024).
Similarly, workplace interplay according to affective events theory is an emotional stimulus that
generate employee attitudes and behavior; poor supervisor behavior generates negative emotional
yesponse which consequentlg results in negative work outcome such as creativity (Frontiers) (Weiss

& Beal, 202)).

All these theoretical views offer a solid background regarding the effects of punitive supervision
not only directly but also indirectly via behavioral and psychological processes, thus explaining the
use of mecliating variables like knowleclge sa]ootage and psqchological well-]oeing in the current
paper. It is on this theoretical background that all past empirical studies have recorded that there is
an unfavorable association between abusive/ punitive supervision and employee creativity, albeit,
the mediating mechanisms have been intricate and multifaceted (Khan, Quratulain & Bell, 2025;
Zhang & Zhon, 2024). To illustrate this, the fact that an abusive supervision is a significant factor
that reduces creativity among the workers has been empirically demonstrated, since it involves the
establishment of negative emotional state, which in turn blocks cognitive flexibility and generation
of ideas (Frontiers) (Khan etal, 2095). Similarlg, the resource~view research has found that abusive

supervisors also undermine psgchological resources of their workers thus reducing the degree of
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psgchological availabilitg & involvement in creative activity (PMC) (Hol){oll, Hal]aesle]aen, Neveu
& Westman, 9094)

Other more recent studies have also pointed to indirect routes; in this case, the abusive supervision
influences creativity via mediators like employee silence, emotional fatigue & decreased intrinsic
motivation (Lanclolina) (Li etal, 2095) This notwithstancling, it has been demonstrated that there is
conflicting evidence with some of studies pointing to a partial mediation effect and others pointing
to the multiple parallel mediation effects hence the need to further study alternative explanatory
variables and integrated models (PMC). Besides the direct correlation existing between punitive
supervision and creativity, new studies have been keener on the knowledge related behavior as an
important intervening feature in diverse leading contexts (Serenko, 2024; Connelly, Cerne, Dysvik
& Skerlavaj, 2025). Nonetheless, very little is studied on the particular role of knowledge sabotage
as a more intense and deliberate type of knowledge disruption especially in context of leadership
practices and creative performance. The so-called knowledge sabotage can be characterized as the
extreme form of counterproductive knowledge behavior and involves the intentional negligence,
misrepresentation, or manipulation of information required by the functioning of an organization

(Serenko, 9094).

Despite the fact that past studies have given more emphasis upon the knowledge hiding, emerging
empirical studies are starting to indicate that the negative supervisory behaviors such as abusive
supervision could motivate a climate of distrust and retaliation, which eventually leads towards
employees hiding knowledge and engaging in other dystunctional acts (Connellg, Ceme, Dysvik &
Skerlavaj, c.20?5). Moreover, studies done within the organizational setting and in Pakistan have
shown social unclermining and negative interpeysonal process to mediate a decrease in emplogee
creativity via interpersonal distrust and hicling of knowleclge (Khan et al, 20?5). These outcomes
point out that when the staff feels that they have been mistreated or punished by the supervisors,
the former staff member can retaliate by restricting the sharing of knowledge or even resort to the
destructive forms of knowledge behavior and the latter can result in undermining the collaborative
strategies and even hamper creativity. The other significant stream of empirical research is the role

of psychological well-being as significant factor that determines creativity of workers (Diener et al,

2024; Ryf, 2024).

The psychological well-being will involve the emotional stability of the employees, either positive
or negative mental health, and the overall satisfaction of employees in a working environment, and
are all crucial in sustaining cognitive and creative functions. Empirical research has indicated that
abusive supervision leads to a high level of psychological stress, anxiety and emotional exhaustion,
thus reducing the ability of the employees to think creatively (PMC) (Tepper et al, 2024). Resource
based view, more innovative processes are likely to require more cognitive and emotional payments
and higher levels of employee psychological well-being makes them invest these resources on the
more innovative processes (Hobfoll et al, 2024). Conversely, those workers who grow a poorer level
of well-being due to negative supervisory practices will probably save whatever resources they
have remaining by not taking risks and being innovative. Although there are some previous studies
that emphasize the variables such psychological availability and emotional exhaustion, very few

Journal of Social Research Development, Volume 7, Issue 1, MARCH, 2026 29



Shahzad & Pasha ... Punitive Supervision, Knowledge

studies directly incorporate the psychological we11~1)ei118 as mediating variable between punitive
supervision and creativity particularly in the conjunction with other behavioral mediators such as

knowledge sabotage.

In spite of the increased literature on destructive leadership, knowledge behaviors and employee
creativity, there are still a number of critical gaps (Schg ns &5 Schilling, 9025; Serenko, 2024) Fiyst,
most of studies have carried out their studies on the variables individually, either on psychological
processes or behavioral outcomes but rarely have they put them together in a single comprehensive
study. Second, although knowledge hiding has achieved many researches, the issue of knowledge
sal)otage has remained a weak area in research, thus creating a gap in knowleclge on more severe
types of counterproductive actions that are related to knowledge (Serenko, 2024). Thixd, the issue
of empirical research is not 11i81111j developecl in conditions of phaymaceutical organizations where
knowledge sharing and innovation can be particularlg valuable to organizational success (Z.hang
& Li, 2025). Finally, literature at hand tends to rely on cross-sectional or single-source information,
which is hard to use to consider multi-level dgnamics of leaclership and emploqee behavior (Chen
etal, 2029).Such gaps highlight the necessity of a more holistic and context-oriented study that at
the same time can study punitive supervision, knowledge sabotage, psychological well -being, and

employee creativity.

Based on the discussions of above theoretical arguments and the empirical evidence, the present
study proposes several hypotheses to be validated on the relationships between the key variables
(Cyopanzano et al, 2025; Hobfoll et al., 2024). Punitive supervision will undoubtedly have a direct
negative impact on the creativity of employees since it will lead to a hostile work environment that
will hinder innovative behavior (Tepper et al, 2024; Serenko, 2024). Knowledge sabotage, in its
turn, is likely to impact the creativity of employees negatively, by disrupting knowledge flows and
collaboration (Connellg et al, 2029). Moreover, it is also hypothesized that punitive supervision
will negatively impact psychological health of employees, as it will psychologically & cognitively
exhaust emplogees (Ho]o{oﬂ et al, 9024) The psgchological well-]:)eing, in turn, is expected to be
correlated with employee creativity as the better person is, the more creative process he or she can
be involved in (Diener et al, 2024). Lastly, hypothesis of knowledge sabotage and psychological
well-being mediates the relationship between punitive supervision and employee creativity are
postulated and offer holistic explanation of effects of destructive leadership actions on innovation

outcomes in organizations.

RESEARCH METHODOLOGY

The current study takes a quantitative research approach based on positivist research philosophy,
which presupposes the possibility of scientifically measuring and analyzing social phenomena with
the aid of empirical observations and statistical methods. This philosophical position is especially
fitting when it comes to analyzing associations between well-defined variables likewise punitive
supervision, knowledge sabotage, psychological well-being, and creativity of the employees as it
allows the researcher to test hypothesized associations with the help of organized data and draw
generalized conclusions. In line with this philosophy, the research design used in the study is cross-

Journal of Social Research Development, Volume 7, Issue 1, MARCH, 2026 30



Shahzad & Pasha ... Punitive Supervision, Knowledge

sectional research design whereby the study will collect data at one time among the respondents
who work in the pharmaceutical organizations. The cross-sectional design is deemed appropriate in
finding patterns of association and mediation relationship between the variables particularly in the
organizational context wherein time and accessibility of the data might be limiting in obtaining the
longitudinal data.

Also, the study takes a multi-level approach and includes responses of various employees of various
levels so that to make the analysis more robust and comprehensive about organizational dynamics.
The study population includes all employees of pharmaceutical firms in Pakistan, industry where
innovation, knowledge sharing, and working in groups are common. The Pakistani pharmaceutical
industry serves a fair setting to the study because of the competitive nature of the pharmaceutical
inclustyg, and growing focus on research and clevelopment which requires 1’1i8h degree of emplogee
creativity. The targeted population includes all levels of organizational staff including junior staff,
supervisors, middle managers & top management to ensure that various perspectives are integrated.
A purposive stratified sampling technique was used to select the participants of the study. The
distribution sample size was 399 questionnaires that were distributed online and offline (over email
surveys and questionnaires printed in organizations). After data screening procedures that involved
screening of missing values, outliers & inconsistency in responses, 27D valid responses were retained
to be analyzed.

This sample size is deemed to be sufficient to perform other advanced statistical tests, especially
structural equation modeling, since it is within suggested limits of model estimation and hypothesis
testing. A structured survey questionnaire containing previously tested multi-item scales based on
the existing literature was used to gather data related to study. All constructs (punitive supervision,
knowledge sa]ootage, psychological well-]:)eing, and employee cyeativitg) were assessed based on
multiple items to increase reliability and validity. In this linking, a five-point Likert scale, that is,
strongly disagree to strongly agree was used in the questionnaire, and respondents could tell how
much they agreed with each statement. Thus, a pilot study was first done on a small sample of
respondents to determine clarity, reliability, and relevance of instrument before commencement of
the full-scale data collection. Some adjustments on the wording and structure of the questionnaire
were done based on the pilot test. Both online and offline data collection technigues were used to
promote the response rates as well as inclusivity of the participants who had different access to the
digital platforms.

RESULTS OF STUDY
Table 1 Reliability Analysis
Construct Cronbach’s Alpha Composite Reliability (CR)
Punitive Supervision 0887 0914
Kunowledge Sa]:)otage 0875 0908
Psy chological Well~bein8 0901 0926
Employee Creativity 0.889 0919
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The reliability analysis illustrates that all constructs incorporated in the model are highly internal
consistent. Alpha values of punitive supervision (0.887), knowledge sa]ootage (0873), psychological
well-being (0.901) and employee creativity (0.889) are higher than the recommended alpha 0.70
which indicates acceptable or excellent alpha. On the same note, the composite reliability scores
lie between 0908 and 0926 which further attests the fact that the measurement items are always
reflective of their corresponding latent constructs. These outcomes can indicate that the instrument

applied in its research is very reliable and can be used as a supplement to analysis in the context of

the PLS-SEM.
Table 2 Valic]itg Analg sis (HTMT Ratio)

Constructs PS KS PWB EC
Punitive Supervision (PS) —_

Knowledge Sabotage (KS) 0.621 —

Psqchological Well~]3ei118 (PWB) 0574 0508 —

Employee Creativity (EC) 0555 0.609 0.646 —

The outcomes of the HIMT (clrains ratio) show acceptal)le discriminant validitg between constructs.
All HTMT values are lower than a conservative value of 089 indicating that all the constructs are
empirically different. Indicatively, HIMT between punitive supervision and knowledge sabotage is
0.621 whereas the HIMT between psychological well-being and employee creativity is 0.646, that is
well within acceptable limits. These results indicate that constructs transverse various conceptual
areas, and none of the constructs significantly overlap, which thus demonstrates the validity of the
measurement model.

Table 3 Multicollinearitg Assessment (VIF)

Construct VIF
Punitive Supervision —KS 21
Punitive Supervision — PWB 205
Knowledge Sabotage — EC 108
Psy chological Well~]3eing —EC 222

The values of Variance Inflation Factor (V]F) show that multicollineayitg is not an issue in the
model. Thus, the VIF values are less than the standard of 3.3 with a range between 198 and 2.22. It

implies that the predictor constructs are not intercorrelated highly to distort the estimation of the
path coefficients.

Table 4 Model Fit Indices

Fit Index Value Recommended Threshold
SRMR 0.058 <008
NFI 0912 > 090
Resheda 0.071 <012

The model fit indices reveal that the PLS-SEM model proposed fits the data well. The SRMR of the
variable is 0058, which is lower as comparecl to 008, which shows that it is well fitted between the
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correlations 8eneyated and the pyeclictecl ones. The Normed Fit Index (NH) stands at 0919, and this
is more than the required level of 0.90, yet another confirmation of the adequacy of this model.
Besides, the Resheda value of 0071 is less than 012 implying that the model residues of the outer
model are small.

Table 5 Structural Equation Modeling Results

HLJ pothesis Path Beta (B) T-value P-value Result
Hi1 PS—EC -0241 5876 0.000 Supported
H2 PS—KS 0463 7214 0.000 Supported
|§6) KS—EC -0208 4065 0.000 Supported
H4 PS—PWB -0417 6.882 0.000 Supported
H5 PWB — EC 0352 5441 0.000 Supported

All the hypothesized relationships are highly supported by the results of the structural model. The
adverse impact of punitive supervision on employee creativity (0=-0241, p= 0.001) is significant,
implging that the emploq ee creativity decreases due to severe supervisory measures. Thereis also a
positive impact to knowledge sa]ootage (B= 0463, p = 0.001), where employees would react to
punitive working conditions by doing damage to their knowledge. Knowledge sabotage on its part
has negative influence on creativity (B=- 0208, p= 0.001), which validates its adverse effect on
innovation. Furthermore, psgchological well~]3ei118 does not plag a majoy role in reclucing creativity
(B=0352, P= 0001), whereas, the punitive supervision has a significant negativity in terms of the
psychological well-being (B=-0417, p= 0.001). in this linking, all these results in the study confirm
that the suggested mediation model is valid since both the knowledge sabotage and psychological
well-being are important pathways by which the punitive supervision influences the creativity of
concerned employees.

DISCUSSION

The results of the current research are important that offered empirical evidence of proposed model
and help to understand better the impact of punitive supervision on creativity of employees both
behavioral and psychological. The findings suggest that the punitive supervision has strong adverse
influence upon employee creativity, which proves that harsh, controlling, as well as critical acts of
supervisory behavior inhibit the possibility and desire of the employees to think innovatively. This
finding is in line with other past research in the field of organizational behavior which shows that
negative leadership traits and styles are likely to create an atmosphere of fear and anxiety making
it impossible to take risks and generate ideas. There is always some amount of uncertainty and trial
and error that accompanies creativity and once the employees know that mistakes can be punished,
they would avoid participation in creativity. Consequently, the study corroborates the hypothesis
from the statistical procedures that type of leadership is a significant situational factor that defines
creative performance, and this happens to be in knowledge-intense diverse industries such as the
pharmaceutical firms.

Furthermore, the research finds that punitive supervision treats the levels of knowledge sabotage

among employees considerably, thereby impacting negatively on the creativity of employees. The
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result has broadened current literature on knowledge management by bringing forth importance of
destructive leadership in contril)uting to not just passive knowledge hiding, but also more proactive
and destructive forms of knowledge disruption. Moreover, the punitive supervision is theorized to
have a positive impact on knowledge sabotage as employees might respond towards unfavorable
supervisory behavior by undertaking the destructive knowledge actions. The mishandled or abused
employees may respond in the counterproductive or even deviant manner such as not disclosing or
distorting information. In this connection, such behavior interferes with teamwork, communication
and eventually stops the group dynamics in the innovation process in organizations. This negative
association at a close with knowledge sal)otage and creativity reiterates the necessity to ensure a
conducive and appreciative working environment wherein concerned emplogees can com{ortablg

share knowleclge.

[t is also important to the literature as the discovery empirically confirms knowledge sabotage as a
important enabling factor to the relationship between leadership and creativity which is a relative
research gap. In addition to behavioral processes, the outcomes can also be used to emphasize a
significant role of psychological well—l)eing in employee creativity. The findings show that punitive
supervision can greatly impact the psychological well~being of employees, which in turn lowers the
creativity of employees. In this linking, these are reminiscent of the assumptions of the conservation
of the resources theory that states that stressed and emotionally strained people will be likely to
prioritize their scarce cognitive and emotional resources to discretionary activities like creativity. It
also turns out that less psychologically fit employees are so occupied coping and little innovation
takes place due to the complexity of the mental procedures. On the other hand, the fact that the
psychological well-being is correlated with the levels of the creativity high does suggest that the
workers, should they feel emotionally stable, satistied & supported are more likely to produce new

and useful ideas.

The observation justifies the importance of psychological position of employees being a key factor
in determining organizational performances. The other strength the mediation analysis ]:)yings to the
contribution of the study is that, besides the knowledge sabotage, psychological wellbeing are also
other important pathways through which punishment supervision influences the creativity of the
employees. [n this linking, the very existence of these mediating effects means that the leadership-
creativity issue is not a direct correlation, but is carried out through the interactions of underlying
intricate processes of emplogees’ behavior as well as psgchological experiences. In this drive, this
integrated perspective provides a more encompassing perspective of the devastating leadership
impacts on the organizational performance and fills the research gaps in the past that were inclined
to research the mechanisms individually. The research adds to the theory building of organizational
behavior and leadership through combining behavioral and psychological mediators into a single
framework and thereby giving a detailed explanation and justification of the detrimental effect of

punitive supervision.

CONCLUSION

To sum up, this research study has shed light on imperative importance of the leadership practices
in developing emplogees’ creativity in the pharmaceutical organizations. The results are clear that
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punitive supervision has a negative impact on creativity, although indirectly, which is reflected in
the knowledge sal)otage and poor psychological health. This finding highlights the need to go
beyond the conventional performance-oriented management methods and adopt more supportive
and people centered leadership styles. In this regard, the criticality of this issue to both theory and
practice is that it goes beyond conceptually simplistic models of causation and effect to reveal
intricate dynamics that make up organizational behavior. The study contributes to body of research
by cutting across different theoretical frameworks and supporting an all-encompassing model that
explains how destructive leader behaviors have a negative influence on innovation. It also indicates
that technical resources, along with good social & psychological working environment are required
to stimulate creativity.
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