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Examining the impact of abusive supervision on 
employees’ psychological wellbeing and turnover 
intention: The mediating role of intrinsic 
motivation
Kanwal Hussain1, Zuhair Abbas2*, Saba Gulzar1, Abdul Bashiru Jibril3 and Altaf Hussain4

Abstract:  The competitiveness and sustainability of employees in service and non- 
service-based organizations continue to trigger scholars’ interest to investigate the 
related factors. As per the review of literature, there are only a few studies have 
been conducted on abusive supervision and intrinsic motivation about employee 
psychological wellbeing and turnover intention. We applied the social exchange 
theory to abusive supervisors at the workplace. This study, therefore, explores the 
direct and indirect relationship between abusive supervision on subordinate psy
chological wellbeing and turnover in service-based organizations. This empirical 
study employs a quantitative research methodology to establish the mediating 
influence of intrinsic motivation between the underlying constructs. Out of 300 
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research questionnaires distributed to full-time employees working in service-based 
organizations in Pakistan, 225 responses were successful for analysis, and validation 
was conducted through partial least square structural equation modelling (PLS-SEM) 
. The results of this study demonstrate that abusive supervision (AS) positively 
impacting on both psychological wellbeing (PWB) and turnover intentions (TI) of the 
employees. More importantly, intrinsic motivation (IM) is also positively and signif
icantly mediate the relationship between AS and PWB, and AS and TI. The study 
provides substantial implications to managers and leaders by redesigning existing 
strategies to promote a feasible culture within the working environment for the 
employees to improve performance. The current study enhances existing literature 
on employee wellbeing and human resource management by integrating intrinsic 
motivation (IM) as a mediation model/concept. Limitations and future research 
directions have been discussed in the entire paper.

Subjects: Business, Management and Accounting; Economics, Finance, Business & Industry; 
Social Psychology; Work & Organizational Psychology  

Keywords: abusive supervision; psychological wellbeing; intrinsic motivation; turnover 
intention; Pakistan
JEL Classification: M1; M12; M14

1. Introduction
The bullying bosses affect heavily in terms of costs on organizations and employees that are 
manifold and frequently veiled. People in positions of power are showing abusive behaviour is 
considered as the most significant worry for the organizations. During the most 15 years, the 
significance of this issue is reflected which increased attention in abusive supervision. This atten
tion is driven, to a limited extent, which damages the mental and physical well-being of the 
subordinates by the substantial impact of the supervisor (M. J. Martinko et al., 2013; B. J. Tepper 
et al., 2017). Although, Richard et al. (2018) found that abusive supervision in the workplace 
environment is the source that increments turnover intentions. As indicated by Pradhan et al. 
(2019) abusive supervision is a primary worry for workers’ expectations to stop from associations.

Several researchers have found that abusive supervision is a reason to leave the company but 
only a few of them come up with the mechanism which relives or lessen its effect (Peltokorpi, 
2019; Pradhan & Jena, 2017). Malik et al. (2020) inspected in the current study that multiple roles 
of supervisors clash the satisfaction of subordinated with supervision. They additionally contend 
earlier investigations embraced exploitation approach and they utilized the execution approach. 
Another interesting exploration led by Guo et al. (2020) examined dependent on the social 
exchange perspective; they found that reveals the worst side of proactive character by confirming 
the directing impact of the proactive character. Even though, Dirican and Erdil (2020) found that 
abusive supervision prompts destructive outcomes on the workers at the work environment under 
the focal point of social exchange theory. B. J. Tepper et al. (2017) also explored that around 10 % 
of the workforce is a complaint about experiencing abusive supervision

Further participation in social exchange has been seen late; toxic followership lets managers 
experience low levels of relational equity, which provokes abusive supervision sight accordingly 
(Camps et al., 2020). As indicated by Ghani et al. (2020) in light of social exchange and displaced 
aggression theories; they inspected in the large university context that abusive supervision will 
create knowledge hiding issues due to their psychological contract breach. Although, Ramdeo and 
Singh (2019) found that procedural justice interceded the connection between abusive manage
ment and coordinated to people and aim to stop under the focal point of social exchange theory in 
different open and private part associations in the Republic of Trinidad and Tobago. In any case, 
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Yan et al. (2020) depict to comprehend the mechanism which identified the antecedents between 
abusive supervision and team.

In spite of the fact that Hackney and Perrewé (2018) offered experimental help to find out the 
connection between abusive supervision and the castigatory conduct of subordinates against their 
abusive supervisors. All the more critically, Ahmad and Begum (2020) performed research in the 
banking sector, their exploration found that abusive supervision has both immediate and aberrant 
effect on the expectation to leave with the end goal that emotional exhaustion reinforces this 
relationship. In spite of the fact that Singh (2019) hypothesizes those workers who are casualties 
of abusive supervision are bound to create aims to find employment elsewhere. As indicated by 
Wu et al. (2020) analyzed solitary wolf inclinations mitigate the principle antagonistic effect of 
oppressive management on moral personality and the aberrant impact of harsh oversight on 
authoritative and relational abnormality through good character. The destructive impacts of 
abusive supervision on representatives’ working environment perspectives and practices have 
been generally shown by earlier examination (Mackey et al., 2017). Representatives’ troubled 
sentiments about their activity circumstances upgrade the probability that they attempt negative 
practices that can hurt their workplace, particularly when they experience abusive supervision (De 
Clercq et al., 2020).

Rice et al. (2020) analyzed the connection between abusive supervision, pioneer attributes, and 
hierarchical incorporation on representative results with regards to advanced education. However, 
their study missed the mediating role of intrinsic motivation on the interaction between abusive 
supervision and psychological wellbeing.

Until now, little importance has been given to intrinsic motivation with abusive supervision. The 
first reason being that motivation is the key variable that will lessen the impact or heighten the 
impact of abusive supervision on employee’s performance. Thus, the mediating impact of 
employee motivation will key to explain the phenomena. The second reason being is more 
research call by a researcher to comprehend the contrivance of intrinsic motivation. Motivational 
condition is in which worker is obliged by self-interest for work is referred to as intrinsic motivation 
(Ryan & Deci, 2000). There is sufficient empirical evidence that advocates that employees answer 
reasonably negatively to abusive supervisor behaviour by involving themselves in behaviours that 
are injurious to the company and its members.

This study aims to examine the impact of the Supervisor’s abusive behaviours that tend to 
generate negative outcomes on subordinate psychological wellbeing. As abusive supervision is 
now also becoming a sensitive issue in the service-based organizations of Pakistan. According to 
(P. Harvey et al., 2007) reflected that this issue would not only destroy individual capabilities but 
also related to the physical and psychological health of the employees. In Pakistan, there is not an 
aggregate number of studies on this crucial variable.

As indicated by Hofstede (1980) Pakistan is considered as a high-power distance society, con
trasted with the western nations, where the vast majority of the researches on abusive supervision 
are concentrated. If we compared Pakistan with the Western world like US and EU, where power 
distance is found little, results will surely indicate great difference because abusive supervision has 
less destructive in Pakistani organizations since individuals are more inclined to underestimate 
abusive supervision, and also pay less care about how they are dealt with (Peltokorpi, 2019). Our 
proposed model is perceptibly different as far as the mediator is utilized. The main goal of this 
study is to explore abusive supervision with mediating variable intrinsic motivation and measure 
negative consequences on turnover intention and psychological wellbeing of employees. To find 
out the cost faced by the employees and understands this concept, which still faces a lack of 
research in organizations of Pakistan. The indicated objectives of this research study were as 
follows:
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To determine the influence of abusive supervision on subordinate turnover intention.

To investigate the impact of abusive supervision on subordinate psychological wellbeing. 
● To study the mediating role of intrinsic motivation between abusive supervision and subordinate 

psychological wellbeing.
● To study the mediating role of intrinsic motivation among abusive supervision and turnover 

intention.

This study follows these research questions:

RQ1: What is the role of abusive supervision on employees’ behaviours? 

RQ2: How does abusive supervision affect the productivity of the organization? 
2. Literature Review

2.1. Abusive Supervision
The theme of abusive supervision has pulled in analysts’ consideration in recent decades. Tepper 
(2000) described abusive supervision as a perception of a supervisor of the degree to which its 
superiors engage in the continuous delivery of threatening verbal sentences and nonverbal 
actions, without physical touch. Instances of practices that fall inside the area of abusive super
vision incorporate open disparagement (Tepper, 2000), invades privacy, took credit of subordinate 
work, assigning blame, and show rudeness (Tepper et al., 2006) just as yelling, humiliating, and 
screaming on their employees (Mitchell & Ambrose, 2007). View of abusive supervision is 
a hierarchical stressor, equipped for burdening or surpassing a worker’s asset (Restubog et al., 
2011).

A few types of research consider having upheld this declaration, appearing abusive supervision is 
related with mental pain and stress-related results, for example, expanded disappointment, 
vulnerability (Ashforth, 1997), strong wellbeing protests, and reduced self-confidence (Burton & 
Hoobler, 2006). However, there is a need to develop literature that can identify the relationship 
between abusive behaviour of Supervisor and employee wellbeing and develop an understanding 
of how the employee can appraise such impacts. The researchers have studied the impact of 
abusive behaviour of supervisors at the workplace comprehensively. Many researchers have cate
gorically founded the strong correlation between abusive behaviour of Supervisor higher turnover, 
work-life imbalance, and greater intensity of stress and emotional tiredness (M. J. Martinko et al., 
2013; B. J. Tepper et al., 2017). Significantly in the current research, such researchers are also 
pointing towards the inferior psychological wellbeing (Lin et al., 2013).

Burton (1930) explains supervision as “an expert, technical service designed in which group of 
people work together to increase the effectiveness of group under trained mentor”; he also 
demonstrates that mostly supervision emphasizes planning and managing time. However, Callan 
(1970) contended that it is collectively about the association’s vital assets usage to accomplish its 
long-and momentary objectives and destinations. (Neuman & Baron, 1998) further stated that 
abusive supervision is mortifying and scorns coworkers in front of others. Abusive leaders say, “Let 
them hate me as long as they’re scared of me.” These leaders may be anxious to (a) warn 
followers to be cautious at the workplace (Frazier & Bowler, 2015), (b) prevent deviance or bad 
results (e.g., Lian et al., 2014; Walter et al., 2015), or (c) monitor the productivity of followers at 
aspirational levels (Khan et al., 2018).

Abusive supervision has been observed in the workforce for a long time, studies have recently 
started to note its effects and supervisory activity is related to lower job and personal satisfaction, 
emotional engagement and lower expectations, the greater conflict between work and family and 
mental distress (Ashforth, 1997; Tepper, 2000), and increased interpersonal confrontation to 
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administrative power (Tepper et al., 2001). According to Gilbreath and Benson (2004) there is 
a sufficient explanation for the supervisor attitude that is a leading construct for employee 
psychological conditions, and such behaviour of Supervisor develops a measure role to forecast 
the psychological issues. Also suggested that subordinate does not neglect the impact of the 
behaviour of the Supervisor to have a healthier workplace environment and emphasizes that such 
behaviour strongly put stresses on employee wellbeing. There is a positive association between 
emotional labour and perceptions of abusive supervision (Wu, 2008). Tepper (2000) further sug
gested that abusive supervision is an emerging problem in many workplaces, and also this burning 
issue affected a large number of organizations’ outcomes. 

H:1 Abusive Supervision has a significant influence on intrinsic motivation in service-based 
organizations.

2.2. Mediating role of Intrinsic Motivation
An individual who is driven by self-enthusiasm for the work and takes part in it for their interests 
that condition is referred to as intrinsic motivation (Ryan & Deci, 2000). Intrinsic motivation is 
a standout amongst the most important determinant, which can elaborate the difference between 
“what an individual be able to do and what an individual determination of doing” (Amabile, 1993). 
People who have high levels of intrinsic motivation blend effort with delight, become charmed in 
performing their responsibilities and are probable to accept challenges, to take task risks, to 
prevent them from obstacles and also tries to find the best solution for their tasks in every manner 
(Amabile, 1993; Zhou and Shalley, 2003).

Also, the literature on abusive supervision offers the utmost relevant theoretical trend linking the 
violent or adverse social atmosphere with a decreased intrinsic incentive (H. Zhang et al., 2014). 
Employee satisfaction is impaired by poor innate commitment (Grant, 2008). (Liu et al., 2012) also 
noted that abstract claims made can only be proved by the execution of experimental programs. 
To do this, we set up a paradigm in which inherent motivation was manipulated as a mediating 
element, through which we empirically evaluated the indirect impact of coercive control on 
psychological health and turnover intention. Intrinsic motivation can be described as the desire 
of an employee to throw his/her energy into the job itself for the sake of enjoyment (Ryan & Deci, 
2000). An adverse social environment can harm employees’ intrinsic motivation (Amabile et al., 
1996). Therefore, to resolve the constraint of (Liu et al., 2012), we pose intrinsic motivation as an 
important fundamental method that clarifies the indirect relationship of coercive control of the job 
activities of sub-behaviours.

Previous results suggest that victims of abusive supervision are frustrated (Hoobler Abused 
employees may unlikely spot abusive supervisors retaliating abused employees or occasionally 
displaying behavior that is not supposed to be punishable. Employees restricted their intrinsic 
motivation to one of those states that may occur (X. X. Zhang & Bartol, 2010). When workers are 
manipulated and compelled to act and work, particularly when they are unable to regain their self- 
interest due to power disparity or discrepancy in status leads to a decrease in employee’s intrinsic 
motivation.

Past research suggests that the cooperative interaction between supervisor and subordinate can 
improve the subordinate’s inherent morale (Shin & Zhou, 2003), even when coercive behaviour 
involves a curbing and controlling supervisor. Subordinate relationships (Tepper, 2007) can trigger 
intrinsic commitment among subordinates to deteriorate “(Deci et al., 1989). Diminishing super
visor satisfaction in their employment which ultimately triggered busting intrinsic morale in the 
workplace by brutalizing Supervisor’s actions (Liu et al., 2012). In the conditions of power inequal
ities or discrepancies in status amongst supervisor-subordinate relationships, we expect that the 
perpetrators in abusive supervision are unable to respond/retaliate (Lord, 1998) and become 

Hussain et al., Cogent Business & Management (2020), 7: 1818998                                                                                                                                  
https://doi.org/10.1080/23311975.2020.1818998                                                                                                                                                       

Page 5 of 21



unproductive in recovering their self-interest at the workplace (Tepper et al., 2009), which even
tually contributes to low intrinsic motivation. (Amabile, 1988) describes an individual’s capacity to 
do, and what a person can do, changes by inherent motivation. Employees lose self-interest and 
satisfaction at the office as they sense the absence of inherent motivation (Grant, 2008) they make 
a limited effort to find a solution to the work-related difficulties. We must give marginal attention 
to jobs (X. X. Zhang & Bartol, 2010) that eventually lead to poor job profitability (Piccolo & Colquitt, 
2006). Employees are ready to do well because they are self-motivated at work (Menges et al., 
2017) (Rich et al., 2010).

To sum up, researchers (Dysvik & Kuvaas, 2010) revealed that there is a negative relation 
between employees’ turnover intention and intrinsic motivation. Hence, we foretell that when 
employees are undergoing low intrinsic motivation due to their less self-interest at work, it will 
weaken their productivity and stimulate them to quit from their positions. 

H2: Intrinsic motivation mediates the relationship between psychological wellbeing in service-based 
organizations.

H3: Intrinsic motivation mediates the relationship between turnover intention in service-based 
organizations

2.3. Social Exchange Theory
Social exchange theory sends convincing conceptual patterns by understanding the behaviour of 
subordinates at the workplace (Cropanzano & Mitchell, 2005). Also, social exchange theory 
describes that it is a mechanism in which substantial imputation occurs on employee behaviour 
due to the exchange of diverse relationships which ultimately affect the performance of the 
organization (Jiwen Song et al., 2009). According to the perspectives of this theory (Tepper et al., 
2009), it describes adverse behaviour or unpleasant responses by its subordinates triggered by the 
aggressive conduct of superiors due to the rule of reciprocity, since it is regarded to be one of the 
most important canons of this theory (Gouldner, 1960; Harris et al., 2007).

Moreover (Cropanzano & Mitchell, 2005) then claims that reciprocity is usually referred to as 
positive reciprocity, besides adverse reciprocity can be similar wherever adverse behavior is 
returned or reimbursed with negative outcome behaviour. Supervisors must strive to respond 
favorably to their subordinates who believe they are getting rewards in return. Furthermore, by 
expressing negative responses, any of those subordinates who have the interest of being deceived 
by their superiors will try to reciprocate. (Tepper, 2000) described subordinates as accelerating 
turnover intentions and diminishing their job performance (Harris et al., 2007) in addition to 
compensating for abusive behaviour.

Negative reciprocity in contradiction of the foundation of maltreatment gratifies the abused 
employees’ egoism suggest by these results (Tepper et al., 2009). Not all the sufferers of the 
abusive behavior of the battle for revenge of supervisors listed in the literature on retaliation and 
revenge (Tepper et al., 2009), since immediate retribution is not desirable or probable against their 
foundation (Mitchell & Ambrose, 2007), especially for individuals with low power positions about 
the source of violence.

2.4. Psychological wellbeing and abusive supervision
The idea of Psychological wellbeing was first identified by Jahoda and known for fundamentally 
introduced these ideas as clinical viewpoints which are a condition of Physical wellness. Ryff (1989) 
additionally expanded the work done by Jahoda on Psychological wellbeing and gave its measures. 
In the current, there are many indications of the significance of psychological wellbeing in the 
work environment. Many researchers have established consistently that employee’s wellbeing is 
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decidedly and also a solid indicator of high individual work execution just as of certain results at 
the organizational level (for example, consumer loyalty, efficiency, productivity, and representa
tive). In general, it is realized that employees with high amounts of psychological wellbeing 
perform greater at work than those with lower dimensions of psychological wellbeing.

Abusive supervision illustrates long-term emotional or mental harassment of subordinates 
through actions such as teasing subordinates in front of others, required concealment details, and 
the use of derogatory words, demands, and bogart tactics (Zellars et al., 2002), all encountered 
over a long period (Tepper, 2000). Although these are not physical attacks or sexual stabbing but 
are nonverbal and verbal behaviors, employees at the workplace became dissatisfied by frequently 
psychologically damaging them from the eternal nature of abusive supervisors. From a tension 
point of view, through abusive supervision, the exhausting reactions of employees (such as ill 
mental wellbeing and workplace dissatisfaction) and it can be viewed as a social stressor. This 
interpretation is supported by much of historical work (Grandey et al., 2007; Tepper, 2000; Tepper 
et al., 2004; Yagil, 2006). 

H4: Abusive Supervision has a significant influence on psychological wellbeing in service-based 
organizations.

2.5. Turnover Intention and Abusive supervision
In recent times, employee quits are now the organization’s burning problems, and it often is 
a normal phenomenon that employee leaves. Human resource management and organizational 
behavior analysis have demonstrated the potential association between attrition plan and fore
casted attrition (Bigliardi et al., 2005; Memon et al., 2014). The Price has described turnover 
intention as an employee’s tendency to stay away from the current job organization. 
Nevertheless, it can be argued that turnover intention should not be converted into the actual 
actions of leaving an institution, but such turnover intention may be a significant factor that 
actively drives an employee to leave an organization (Memon et al., 2014) However, Carmeli and 
Weisberg (2006) clarified the turnover intention as an employee’s subjective calculation. This was 
also clarified as the key component of the organization’s 3-stage thought cycle of removal. The 
three-stage cognitive departure cycle from an organization involves “the intentions of leaving 
a career, the idea of finding a new job, and finally the idea of leaving” (Rahman & Nas, 2013). 
However, the fact remains that both real turnover and turnover intention are completely separate 
factors, which therefore have a more immediate which important effect on the option of redun
dancy for the employee. The empirical results of multiple studies indicate that turnover intention is 
both an optimistic and important cognitive antecedent to real turnover behavior.

Turnover propensities have also been related to abusive supervision (Tepper, 2000). Existing 
literature models deliver rational backed for the idea that increasing stages of abusive supervision 
will encourage intentions to leave the organization and empirical support of this relationship 
(Tepper, 2000). (Porter & Steers, 1973) recommends in his “met expectations” model that employ
ees normally made some expectations related to the job, one of the most considerable is a good 
relation with supervision. Also, this model specifies that when expectations are not met then an 
increase in turnover. The aspects that produce adverse psychological assessments of one’s job are 
likely to promote withdrawal suggested by numerous models (Hom et al., 1984; Price, 1977). 
Abusive supervision is the main cause of individuals to dislike both their Supervisor and job 
(Tepper, 2000). Since the most important forecaster of actual turnover is withdrawal intentions 
revealed by pas research (Cotton & Tuttle, 1986).Actual turnover behaviour affects the same way 
in which turnover intentions by abusive supervision (Griffeth et al., 2000). 

H5: Abusive supervision has a significant impact on turnover intention
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2.6. Framework and Hypotheses Development
We, therefore, proposed a conceptual model that explains the relationships between abusive 
supervision, psychological wellbeing, turnover intention, and the mediating effect of intrinsic 
motivation on turnover intention and psychological wellbeing. Therefore, the graphical structural 
model depicts the proposed relationship of proposed constructs, as shown in Figure 1.

3. Research Methodology
A quantitative research approach is used in this study to deduce the uniqueness, attitude, and 
behaviour of the targeted sample (Creswell, 2003). The study aims to determine the relationship of 
abusive supervision with subordinate psychological wellbeing along with mediator intrinsic moti
vation in service-based organizations. The study is comprised of a survey method that is suitable in 
the collection of quantitative data and the ability to gauge relationships between variables 
(Saunders et al., 2009). To analyze the model, we used a survey-based research design technique. 
In this study, a novel model has tested which explaining how abusive supervision will encounter 
employee’s psychological wellbeing and turnover intention in a Pakistan which qualifies for high 
power distance society.

3.1. Sample data, demography, data collection and sector composition
Four major service-based organizations in the Sindh Province of Pakistan are considered to be 
sampling units of this study. Notably; Banking, Health, Higher Education, and Public and Private 
Schools. A structured questionnaire was designed based on the proposed model (see Figure 1). 
Data collection, the survey questionnaire was administered by both soft and hard copy through 
probability and non-probability sampling techniques. The non-probability sampling technique 
was used to select the unit of analysis (service-based organizations) mainly due to easy access 
of respondents, geographical proximity, cost-effectiveness among others (Etikan et al. (2016), 
whereas the probability sampling technique was consequently deployed to gather responses 
from employees of this targeted population (Dey et al., 2020). The hard copy was used to 
intercepts employees (respondents) of the targeted unit of analysis. While the soft copy ques
tionnaire was sent to respondents who were not ready to answer the research questions at the 
time of interception. The confidentiality of information was assured after sending a letter of 
participation to respondents (Khuwaja et al., 2020). Out of 300 research questionnaires (soft and 

Figure 1. Hypothesized 
Research Model.

Hussain et al., Cogent Business & Management (2020), 7: 1818998                                                                                                                                  
https://doi.org/10.1080/23311975.2020.1818998

Page 8 of 21



hard copies) distributed to full-time employees working in aforementioned organizations/insti
tutions, the filled questionnaires were thoroughly re-checked, and only 225 responses (75%) 
were valid for analysis.

A quick preview from Table 1 shows that most of the employees (73.8%) are female and (26.2%) 
male. Interestingly, it was observed that most of the employees fall within the ages between 26 to 
35, Which confirms the statistical estimation of Pakistan indicating a higher percentage (64%) 
being youthful/young adult population (Ahmad, 2018). Most of the supervisors are male, with 
75.1%, while the female ratio is 24.9%. Again, most of the respondents who took part in this survey 
were from the banking sector indicating 35.55% and with least 15.55% from the Public-Private 
Schools (Pre—Tertiary) category of the sampling population. Hence see Table1 for the socio- 
demographic characteristics of our study subjects.

Table 1. Sociodemographic distribution of respondents
Demography Frequency Percentage (%)
Gender Male 59 26.2

Female 166 73.8

Age 18–25 71 31.6

26–35 126 56.0

36 − 45 2 .9

46 and Above 26 11.6

Educational level Intermediate 63 28.0

Graduation 90 40.0

Master’s 3 1.3

MS/MPhil 69 30.7

Work Experience <5 Years 166 73.8

5–10 Years 17 7.6

11–15 Years 8 3.6

Above16 Years 34 15.1

Position Level Managerial 48 21.3

Clerical 6 2.7

Custodial 171 76.0

Supervisor Manager 
Gender

Female 56 24.9

Male 169 75.1

Tenure with current 
Supervisor Manager

Up to1Year 116 51.6

2–5 Years 73 32.4

6–9 Years 6 2.7

10 Years or above 30 13.3

Service-based 
organizations

Banking 80 35.55

Health 50 22.22

Higher Education 
(Universities)

60 26.66

Public-Private Schools 
(Pre—Tertiary)

35 15.55

Total (respondents) 225 100
n = 225, Source: Authors’ Field Survey 
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3.2. Measures
This study used all measures and operations from past studies except the demography profile to 
this; the measures (see Table 2) of abusive supervision (AS), Intrinsic Motivation (IM), Psychological 
wellbeing (PWB), and Turnover Intention (TI) have taken after reviewing the literature. The mea
surement items were taken on a five-point Likert scale with 1- Never and 5-Always.

3.3. Selection of the analytical tool
The current research has employed the Smart PLS 3.0 version along with IBM-SPSS for application 
of PROCESS model to conduct the mediation analysis test (Hayes & Rockwood, 2017; Preacher & 
Hayes, 2008a). For testing the hypothesis of the current study, Partial least squares structural 
equation modelling (PLS-SEM) have been used. There are two key reasons behind using PLS-SEM. 
The first is the main focus and purpose of the current study, which was the estimation of the 
dependent variable of study (Roldán & Sánchez Franco, 2012). The second reason behind using 
PLS-SEM was incremental personality research (i.e. Intrinsic motivation as a mediator between 
abusive supervision and psychological wellbeing and turnover intention) (Hair et al., 2014; Richter 
et al., 2016). As proposed by Anderson and Gerbing (1988), a two-stage analytical procedure was 
employed. The first stage encompasses the analysis of the measurement model (i.e. internal 
consistency reliability, convergent and discriminant validity (DV)), and the second stage involves 
probing the structural model (i.e. hypotheses testing). Smart PLS 3.0 version (Ringle et al., 2015), 
was employed to examine the data. This technique was laboured mainly owing to the absence of 
a comprehensible description of the constructs mentioned above used in the theme of current 
research. Apart from this, it is the steadiness of current research model that has generally been 

Table 2. Items and Construct Validity and Reliability
Construct and 
Items

Factor Loadings 
(>0.5)

Cronbach Alpha 
α

Composite 
reliability (>0.7)

AVE 
(>0.5)

Abusive Supervision 
(AS)

0.765991 0.86493 0.682415

AS2 0.868

AS3 0.873

AS13 0.728

Intrinsic Motivation 
(IM) (R2 = 0.190722)

0.896717 0.928435 0.765035

IM2 0.914

IM3 0.936

IM4 0.840

IM5 0.801

Psychological Well- 
Being (PWB) 
(R2 = 0.54)

0.884616 0.915842 0.685885

PWB4 0.766

PWB8 0.783

PWB11 0.889

PWB15 0.893

PWB16 0.832

Turnover Intention 
(TI) (R2 = 0.22)

0.69965 0.836077 0.634002

TI1 0.796

TI2 0.918

TI5 0.653

Sources: Authors’ Estimations from SmartPLS. 
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used widely in the arena of research, and it can be found to be used well-known researchers like 
(Hair et al., 2014), henceforth, it remains one of the suitable methods for empirical research 
which cannot be misjudged.

4. Empirical results
To test the hypothesis and correlation of abusive supervision and mediating impact of the intrinsic 
motivation on psychological wellbeing and turnover intention. The initial data analysis has been 
carried out to assess the items of the data collection instrument needed to be correlated and 
regressed adequately. Further, to check the performance of the measurement model, the PLS-SEM 
test was shepherded to make and approve assumptions about the constraints of the population 
distribution of the sample. The assessment was done through Partial least square, and structural 
equation modelling (PLS-SEM) and multi-normality of the data was assumed automatically for the 
current set of data (Bolin, 2014; Hair et al., 2017). However, further importantly, the current 
method has been used in forecasting and elucidating multifaceted questions relating to this 
present study, such as modelling mediated or moderated relationships.

4.1. Reliability test and Cronbach’s alpha
The tests of reliability and validity are always suggested to measure the ability of the data 
collection instrument. The reliability has been conducted with the help of Cronbach alpha and 
composite reliability while validity test has been conducted with the help of average variance 
extracted (AVE) (Hair et al., 2012). The reliability is measured for every item of its respective 
construct, as suggested by (Hair et al., 2012). To assume construct reliability through Cronbach 
alpha, it is necessary to accord the minimum or threshold value of 0.60 and Cronbach alpha’s 
value of 0.70 to be considered as a good measure (Bagozzi & Yi, 1988). Interestingly, our 
estimations from the PLS-SEM met the thresholds mentioned above, therefore suggesting the 
reliability of the underlying research constructs. Further, the PLS-SEM has embedded indices for 
measuring both reliability and validity have been noted as composite reliability of construct and 
average variance extracted (AVE) in the model (Bollen, 1989; Hair et al., 2012). The composite 
reliability measures the internal consistency of scale while AVE measures the variance each 
item of construct extract within the scale. The results for both construct validity and reliability 
have been illustrated in Table 3. The values reported in the table for each index have confirmed 
that current research assumed both construct validity and reliability (Hair et al., 2012). We had 
deleted the items AS1, AS4, AS5, AS6, AS7, AS8, AS9, AS10, AS11, AS12, AS14, AS15, IM1, IM6, 
PWB1, PWB2, PWB3, PWB5, PWB6, PWB7, PWB9, PWB10, PWB12, PWB13, PWB14, PWB17, PWB18 
TI3, TI4 and TI5 due to their factor loading threshold values less than 0.60.

4.1.1. Coefficient of determination (r) 
Regarding the predictive power of the study constructs, the coefficient of determination (R2) of the 
regression model was assessed. The coefficient indicates the percentage of variation in the 

Table 3. Fornell-Larcker Criterion: Test of discriminant validity, Mean and SD
Mean (SD) AS IM PWB TI

ABUSIVE 
SUPERVISION

2.66 (.887) 0.682415*

INTRINSIC 
MOTIVATION

3.40 (.887) −0.436717 0.765035*

PSYCHO-WELL- 
BEING

3.47 (.535) −0.527615 0.740982 0.685885*

TURNOVER 
INTENTION

3.34 (.769) −0.253335 0.469207 0.665834 0.634002*

N = 225. *The highlighted diagonal values (in bold) specified the square root of average variance extracted (AVE) for 
every variable of the study, additional values characterize the correlation among variables. 
Sources: Authors’ Estimations from SmartPLS. 
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dependent variable that has been explained by the predictor (independent) variable. On the other 
hand, the Adjusted R2 shows the amount of variance in the endogenous construct explained by the 
exogenous constructs. (See Figure 2, the estimated R2 of IM (0.190722) showed 19% of the 
variation in the IM is explained by the construct AS (as an independent). Again, the R2 of PWB 
(0.54) showed a 54% variation in the construct “Psychological-wellbeing” is explained by the 
construct’ “Intrinsic motivation” (IM). However, the R2 of TI (0.22) indicates 22% of the total 
variation of construct intrinsic motivation (IM). While model R2 of the dependent variables PWB 
(0.54) indicates 54% and TI (0.22) indicates 22% of the total variation of the construct psycholo
gical wellbeing and turnover intention explained by the combined effect of individual constructs; 
abusive supervision and intrinsic motivation.

4.2. Structural equation modelling: Hypothetical analysis
The main objective of this study is to investigate the effect of abusive supervision on the psycho
logical wellbeing of subordinates. Also, the current research emphasizes the role of mediation by 
the direct and indirect sound effects of mediator intrinsic motivation. In Table 4, We summarize 
the overall results of the projected model by presenting the proposed hypotheses. The direct effect 
path from AS → IM (β = −0.437, t = 7.54), path from IM → PWB (β = 0.741, t = 20.98), path from IM 
→TI (β = 0.469,t = 7.46), and indirect effect path from AS →IM → PWB (β = −0.324,t = 158.29) and 
path from AS → IM → TI (β = 0.205, t = 56.3) all results (see Table 4) indicates are positive and 
significant (see Table 4). This shows that abusive supervision (AS) affects the level of intrinsic 
motivation (IM) of employees, so it leads to lower productivity. The mediating effect of IM shows if 
the higher level of motivation so it will bring the psychological wellbeing (PWB) of employees at the 
workplace.

The current research has employed the outer-reflective model (Refer to Table 3). To validate 
construct and assume reliability, it has employed composite reliability and Cronbach alpha as 
a measure of construct reliability while convergent validity has assumed through average variance 
extracted (AVE). Further, current research has assumed the discriminant validity through Fornell- 
Larcker Criterion (Refer Table 3). The value reported for each test such as Cronbach alpha and 
composite reliability for reliability statistics and average variance extracted (AVE) for validity 
statistics has adhered to a minimum accepted range of value as suggested by Wong (2013).

Figure 2. Graphic report of the 
estimated structural model 
Source: Authors’ extracted from 
SmartPLS.
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The Preacher and Hayes (2008b) model of indirect effect was applied. The results identified that 
the indirect effect of (AS) abusive supervision on psychological wellbeing was only a significant 
through the mediating path of intrinsic motivation (0.0130, p < .05, LL:.436, UL: .1869). Surprisingly, 
the results for indirect shows there is a mediating relationship between intrinsic motivation and 
abusive supervision as a focal predictor and psychological wellbeing as a criterion variable. In our 
study mediator, which is Intrinsic motivation plays a vital role in abusive supervision, psychological 
wellbeing, and turnover intention. Because of the abusive attitude of a supervisor with the 
employee, this will bring down their motivation level that will bring out negative feelings for 
their supervisors and organizations.

5. Discussion
In past researches led in the field of Abusive Supervision in Pakistani service, the sector has 
discovered confirmations of the existence of this supervision style (e.g. Khalid et al., 2018; Khan 
et al., 2017, 2018). In any case, the predetermined number of studies requires more consideration 
towards examinations in this domain, since Pakistan is a power distance culture and people are 
habitual of to this style of management and most investigations directed in this area are led in 
western culture. There is a need to lead more researches in Pakistan, not exclusively to feature the 
way that abusive supervision is rehearsed in the nation, yet in addition to getting the consideration 
of the policymakers, to destroy this negative marvel from the organizational practices.

Training programs encourage employees and supervisors to promote friendly culture at the 
workplace, especially in the service-based organization. As per Ma et al. (2020), with regards to 
hotels, their investigation found that abusive supervision influences in a way that service employ
ees feel, through bringing down their organizational identification. Considering this, our examina
tion found that abusive supervision was decidedly related to turnover expectations. Strangely, our 

Table 4. An estimate of the hypothesized structural path model significance
Hypothesis Hypothetical 

Path
Beta T-statistics Test Outcome

Direct Effect

H1 AS———> IM −0.437 7.544 Supported

H2 IM———> PWB 0.741 20.986 Supported

H3 IM———> TI 0.469 7.463 Supported

H4 
H5

Indirect Effect

AS—->IM—-> PWB −0.324 158.296 Supported

AS—->IM—-> TI −0.205 56.3 Supported

Source: Authors’ Estimation from SmartPLS 

Table 5. Mediation Process Model (Preacher & Hayes, 2008b)
“Total effect of X on Y.”
Effect SE t P LLCI ULCI

0.4840 .0676 7.1581 .0000 .3503 .6176

“Direct effect of X on Y”

Effect SE t P LLCI ULCI

0.3810 .0689 5.5293 .0000 .2448 .5172

“Indirect effect(s) of X on Y”

Intrinsic Motivation Effect Boot SE BootLLCI BootULCI

.0130 .0362 .436 .1869

Source: Authors’ Elaboration Mediation Process Macro Model extracted from SPSS Software. 
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investigation is additionally by exact exploration by (Ahmad & Begum, 2020; S. Xu et al., 2018 in 
regards to the current examination subject. Once more, it worth taking note of that our explora
tion discoveries exhibited to show that abusive supervision is emphatically related to the psycho
logical well-being of representatives in the working environment. The consequences of this 
speculation anyway show an opposite view from the past investigations (Lin et al., 2013; 
Morsch et al., 2020; Naz, 2020) that abusive supervision contrarily influences the psychological 
well-being of representatives.

However, abusive supervision research has increased the intentions of research scholars (Tepper, 
2007) intensely because of its impact on organizational expenditures and productivity in preser
ving competitive advantage through human resources in the service organizations. In this study; 
we present the central underlying mediator through which we investigate the influence of abusive 
supervision on intrinsic motivation. With the help of empirical data, we tested a mediation model, 
and as predicted. As has been hypothesized in the literature review, our research found that 
abusive supervision has a negative relation to job satisfaction and the employees who were the 
victim of this abusive supervision style have low job satisfaction and confirms the earlier work of 
Tepper (2000). The abusive supervisory behaviour leads to boring the work of subordinates, which 
finally weakens their intrinsic motivation. We have reviewed the literature; we found there are only 
a few studies have investigated intrinsic motivation as a mediator factor on psychological well
being and turnover intention.

In the same vein, employees in organizations who suffer from abusive supervision have less 
intrinsic motivation, and this can be manifested directly from the abusive behaviour of the 
Supervisor. (Liu et al., 2012; Tepper, 2000) have found in their studies that abusive supervision 
positively affects the turnover intention of employees working in an organization. Therefore, 
increasing the abusive supervision in the organization affects turnover intention among employ
ees, and this will also trigger employees’ intention to leave the organization and start hunting 
another job. This study shows that abusive supervisor behaviour determines the negative outcome 
as an employee turnover intention and corroborates the work of (Khan, 2015).

5.1. Theoretical implications
This study makes several contributions to the existing body of literature. First, this study extends 
the literature on employee wellbeing by examined abusive supervision with psychological well
being, which brings psychological issues due to the abusive behaviour of supervisors towards 
employees at the workplace. Second, this study is novel in the sense that it applied a mediation 
model to know the combined direct and indirect effects of intrinsic motivation between abusive 
supervision, psychological wellbeing, and turnover intention. By introducing the mediating effect of 
intrinsic motivation, it offers is an important and original contribution to the present and future 
studies of this kind. Third, this study also enriches the literature by applying social exchange 
theoretical perspectives from abusive supervisors’. Our research is in line with recent studies 
(Camps et al., 2020; Dirican & Erdil, 2020; Ghani et al., 2020; Guo et al., 2020). Fourth, this study 
is no doubt offer a relevant contribution to multi-sectoral management and employees since the 
current survey took into consideration a multi-sector unit of analysis. Fifth, whilst the study also 
expands the human resources management (HRM) literature, it gives deeper insights to scholars 
and potential researchers about the new line of research so far as abusive supervision in the 
working environment is concerned. Hence, the research model would offer a basic understanding 
and serves as leverage to researchers in a new study concerning the current theme under study. 
By introducing the mediating effect of intrinsic motivation, we expanded the abusive supervision 
research topic in the content domain. Our research adds to the past decade of works that suggest 
that abusive supervision is an organizational phenomenon of both practical and scholarly impor
tance (M. J. Martinko et al., 2013).
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5.2. Practical implications for managers
This study has numerous important managerial implications for industries and private-public 
sector organizations. The results suggest that the behaviour of abusive supervisors should be 
condensed. Perceived abuse and injustice, stress, conflict are antecedents of abusive supervision 
indicated by research (M.J. Martinko et al., 2011). Therefore, Supervisors should keep in attention to 
the adverse consequences that abusive supervision might carry and discover pathways to release 
pressure and control their sentiments in the expression of conflict. In terms of practical implica
tions, employees and managers play an imperative contribution in the implementation procedure 
of HRM within the organization. Tepper et al., (2009) argued that employees develop interpersonal 
relationships with their immediate Supervisor is one of the most significant relationships in the 
workplace. However, employees that make their contribution in their lives but many companies 
and managers were failed to provide the chance to them. (Grant, 2008); Leana and Meuris (2015) 
particularly for persons who are suffering in bumpy working settings. This study presented 
a distinctive type of intrinsic motivation that can alter a task from boring to mean for the reason 
that it gives workers an imperative motive to make an effort at work.

With abusing subordinates, managers must check out other methods to curtail their hindrance 
or adverse moods (Y. Y. Zhang & Liao, 2015) because there is no good and ethical explanation for 
abuse at the workplace (Khan et al., 2018). To achieve this, companies must launch initiatives to 
develop an optimist working culture and focus on employees and supervisors. For instance, 
researchers (Tepper et al., 2006, 2011) showed the occurrence of abusive behaviour of supervisors 
due to depression and relationship conflicts. Organizations must organize pieces of training to their 
managers on the prevention of abuse (Liu et al., 2012), Organizations formulate ethical codes for 
their employees and Supervisor to reduce the conflicts between supervisors and employees and it 
eventually reduced the productivity of the organization.

This study validates that abusive supervision has a significant relationship with the employee’s 
psychological wellbeing and turnover intention. Organizations should adopt employee-friendly 
practices at the workplace to boost their performance in the cut-throat competition. Top 
Management should organize ethics-based training for their abusive supervisors to improve the 
organizational culture for the betterment of the organization. Furthermore, to address the impor
tance of abusive supervision destruction, this study points out the mediation role of intrinsic 
motivation towards turnover intention and psychological wellbeing in the working environment. 
Managers, policymakers, and political leaders can get insight from our findings for their policy 
documentation and strategies to increase the employee level of motivation. This study will be 
helpful to industries which are working in developing nations across the globe to understand the 
role of supervisors related to subordinates and thus formulate effective organizational policies for 
employees to ensure employee’s progress as a whole. It will also be fruitful for managers, super
visors, and policymakers to be very attentive to the employee’s behaviour and turnover intention. 
It will be valuable for the top-management to know the real picture of destructive leader’s 
behaviour which leads to organizational goals deviance and with the help to form prior strategies 
to promote equal justice behaviour and have zero tolerance on such attitudes.

Again, the positive attitude of supervisors can bring a strong relationship among its subordinate; 
it may lead to an increase in motivation and satisfaction level of employees which results in better 
productivity in organizations due to the high performance of employees. The results of this study 
support that there is a positive relationship between abusive supervision and psychological well
being and turnover intention. Personal inspiration as a middle person assumes a significant job in 
damaging supervision, mental strains, and turnover aim. Because of the oppressive mentality of 
a chief with the representative, this will bring down their inspiration level that will make a negative 
disposition of workers towards managers and associations. In our study mediator, which is 
Intrinsic motivation plays a vital role in abusive supervision, psychological wellbeing, and turnover 
intention. Because of the abusive attitude of a supervisor with the employee, this will bring down 
their motivation level that will bring out negative feelings for their supervisors and organizations.
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5.3. Limitations and Future research direction
This study has several limitations. The main limitation that highlighted in this study relates to 
the generalizability of the main findings. This study only comprises few respondents from 
a service-based organization; notably the banking sector, education, and health in Pakistan. 
In the future, the study can be conducted by gathering information from other industries to 
get adequate and accurate data to generalize the result. Second, we conducted our study 
only in one geographical setting (Karachi city) in Pakistan; this research should be extended 
to other countries as well as to have a greater sample size to get the generalized data. In the 
shed of limitation, future research work should investigate this research’s hypothesis in other 
cultural settings to ensure the applicability of the research model in a different cultural 
context. It would be interesting if future scholars will consider longitudinal studies to check 
the frequent occurrence of psychological wellbeing and turnover intention of employees at 
a different time related to abusive supervision to determine whether the phenomenon 
increases or decreases. This study suggests that future researchers should examine the 
team level on abusive supervision. To this end, the generalizing of our study may be ques
tionable in western countries because our results are based on the sample collected from 
private and public organizations of Pakistan.

6. Conclusions
Employees’ mental health and job satisfaction are affected due to abusive supervision, and it 
is an important social problem in the workplace. We explored the relationship between 
construct abusive supervision on subordinate psychological wellbeing and turnover in ser
vice-based organizations. However, a survey was conducted in different sectors such as 
Banking, Health, Higher Education, Government, Semi-government schools located at 
Karachi, Pakistan, in South Asia. This empirical inquiry employs a quantitative research 
methodology to establish the mediating influence of intrinsic motivation between the under
lying research constructs. Out of 300 research questionnaires distributed to full-time employ
ees working in service-based organizations in the South Asian region (Pakistan), 225 
responses were successful for analysis and validation. This study has investigated and 
applied PL-SEM to discuss the positive effects of abusive supervision of subordinates on 
psychological wellbeing and turnover intention of employees within the service-based orga
nization of Pakistan.

Our empirical results revealed that abusive supervision significantly affects psychological 
wellbeing and employee’s intention of turnover at the workplace. This study found that 
abusive supervision considerably impacts the behaviours of employees which reduces their 
performance level and enhances the turnover. These negative behaviours (abusive super
vision) of supervisors affect the overall organizational productivity and create hurdles for their 
survival in the industries. An important finding to emerge in this study is intrinsic motivation 
which plays a vital role for the organizations in the reduction of the turnover of employees 
also it raises their psychological wellbeing. All hypotheses are supported in this study. This 
study has a very interesting finding that abusive supervision can harm employees’ wellbeing 
and they are moving to quit the organization. This study suggests organizations have to take 
care of all those factors which can reduce employee’s wellbeing and launch wellbeing 
programs for employees to improve their lifestyle at the workplace. Moreover, the majority 
of respondents felt that abusive supervision is a major destructive factor so, for the environ
ment of the organization, it is very important to create such an environment where collective 
measures will be taken to avoid such circumstances so that they can give maximum output 
for the organization. This research is consistent with previous findings and contributes to our 
understanding of psychological-wellbeing and intrinsic motivation through the behaviour of 
abusive supervision in which turnover intention is regarded as a major issue for service-based 
organizations.
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