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Abusive Supervision and Turnover Intention in Higher Education: Exploring the Role of Emotional Exhaustion and Resilience

ABSTRACT 

	Purpose: This study aims to examine the effect of abusive supervision on employees’ turnover intention. It further investigates the mediating role of emotional exhaustion in this relationship and the moderating role of employee resilience. The theoretical foundation of the study is grounded in Affective Events Theory and Conservation of Resources Theory.
[bookmark: _GoBack]Design/methodology/approach: Data were collected from 319 faculty members employed at various private universities in Bangladesh. The data analysis was performed using SPSS v27 and AMOS v24.
Findings: The results reveal that abusive supervision has a significant positive impact on turnover intention. Emotional exhaustion was found to mediate the relationship between abusive supervision and turnover intention, while employee resilience negatively moderated the association between emotional exhaustion and turnover intention.
Practical implications: The findings highlight that employees are more inclined to leave organizations when they experience abusive behavior from their supervisors, reinforcing the notion that employees join organizations but leave their leaders. These insights emphasize the necessity of effective leadership development and training initiatives to reduce the occurrence of abusive supervisory practices.
Originality/value: This study contributes to the limited body of literature in South Asia by examining the detrimental effects of abusive supervision on employee outcomes. It sheds light on the destructive aspects of leadership behavior and underscores the protective role of resilience in mitigating the negative consequences of workplace abuse.
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[bookmark: _Hlk214396370]1. INTRODUCTION 

The field of education plays a pivotal role in shaping the future of individuals and society as a whole, with teachers serving as the primary architects of this transformation (Hossain et al., 2024). Their role in cultivating the intellectual, social, and emotional development of students is critical for the progression of society (Aboramadan et al., 2021). However, for teachers to be effective in this role, it is essential that the organizational climate in which they operate is conducive to their professional growth and personal well-being (Ayati et al., 2025). Organizational climate, which encompasses the shared perceptions of the work environment, plays a crucial role in fostering positive teacher outcomes, such as job satisfaction, motivation, and commitment to the profession (Almaqableha & Omarb, 2024; Oleksa-Marewska & Springer, 2025; Yiming et al., 2024). When the climate is supportive, teachers are more likely to thrive in their roles, remain in the profession long-term, and contribute meaningfully to student success. Conversely, when the organizational climate is characterized by negative leadership practices, the consequences can be severe (Chihora, 2024), leading to burnout, emotional exhaustion, and ultimately, a heightened intention to leave the profession (Al-kashab, 2024).
One of the most significant stressors that negatively affects the organizational climate in educational settings is abusive supervision. Abusive supervision, defined by Tepper (2000) as a sustained pattern of hostile verbal and non-verbal behaviors directed by a supervisor toward subordinates, has been shown to be particularly damaging in environments that rely heavily on interpersonal relationships, such as educational institutions. In the context of higher education, where the success of teaching and learning is highly dependent on the quality of leadership and faculty morale, abusive supervision creates a toxic atmosphere that can erode teachers' emotional resources and undermine their sense of professional identity and motivation (Chakraborty & Alam, 2024; Tepper, 2007). Teachers who experience abusive supervision often feel devalued and unsupported, which can lead to severe emotional and psychological strain (Wang et al., 2024).
This study seeks to investigate the effect of abusive supervision on teachers' turnover intention, a critical issue faced by educational institutions worldwide. Turnover intention, which refers to an employee's conscious desire to leave their organization (Kang et al., 2015), is a key predictor of actual turnover behavior and has significant consequences for organizational stability, continuity, and the quality of education (Kim et al., 2010). In the educational sector, high turnover intention among faculty members can disrupt the learning environment, lead to loss of institutional knowledge, and incur significant recruitment and training costs (Hajizadeh et al., 2025). Despite its importance, the factors that drive turnover intention in educational settings, particularly in relation to abusive supervision, have been underexplored (Bhattacharjee & Sarkar, 2024; Roy et al., 2025). Existing research has primarily focused on positive leadership behaviors, leaving a gap in our understanding of how negative leadership styles contribute to undesirable outcomes like turnover intention (Bhattacharjee & Sarkar, 2024).
In this context, emotional exhaustion, a central component of burnout, emerges as a critical mediator in the relationship between abusive supervision and turnover intention. Emotional exhaustion refers to a state of chronic physical and emotional depletion resulting from prolonged exposure to workplace stressors, such as excessive workload, interpersonal conflicts, and toxic leadership (Maslach & Jackson, 1981). Teachers who experience abusive supervision are particularly vulnerable to emotional exhaustion, as the continuous depletion of emotional resources takes a toll on their ability to engage in meaningful work and maintain positive interpersonal relationships (Vu & Doan, 2025; Wright & Cropanzano, 1998). According to the Conservation of Resources (COR) theory (Hobfoll, 1989), individuals are motivated to conserve and protect their valuable psychological resources, such as emotional energy and self-esteem. When these resources are depleted due to abusive supervision, teachers may become emotionally exhausted, which in turn increases their desire to leave the profession. This conceptualization suggests that emotional exhaustion acts as a critical pathway through which abusive supervision leads to turnover intention, but it has not been sufficiently explored in the educational literature (Bhattacharjee & Sarkar, 2024).
Furthermore, this study draws on Affective Events Theory (AET) to explain how negative workplace events, like abusive supervision, can generate strong emotional reactions that influence employees' attitudes and behaviors. AET posits that workplace events elicit emotional responses, which then shape employees' subsequent attitudes and actions, including their decision to stay or leave an organization (Weiss & Cropanzano, 1996). In the case of abusive supervision, the hostile behaviors exhibited by supervisors create an emotionally charged environment, leading to negative affective states such as frustration, anger, and helplessness. These emotional responses, in turn, can drive teachers to develop negative work attitudes, including increased turnover intention. 
Against this backdrop, the present study aims to address the following key research objectives. First, it investigates the direct effect of abusive supervision on turnover intention among teachers in higher education institutions. This will provide empirical evidence on the harmful impact of negative leadership behaviors on teacher retention. Second, it examines how emotional exhaustion mediates this relationship, shedding light on the psychological mechanisms through which abusive supervision leads to turnover intention. Third, it explores the role of resilience as a moderator, examining whether teachers with higher levels of resilience are less affected by emotional exhaustion and thus less likely to experience turnover intention.
By doing this, this study makes several important contributions to both the leadership and educational management literature. First, it extends the application of Conservation of Resources theory (Hobfoll, 1989) and Affective Events Theory (Weiss & Cropanzano, 1996) by exploring their relevance in understanding the dynamics of abusive supervision and turnover intention in higher education. However, as per our understanding, these theories have been widely applied in organizational behavior research, their application to the educational sector remains limited. Second, the study provides new insights into the role of emotional exhaustion as a mediator in the abusive supervision-turnover intention relationship, adding to the growing body of research on burnout and employee well-being. Finally, it introduces resilience as a potential buffer against the harmful effects of abusive supervision, offering a promising avenue for developing interventions to reduce teacher turnover in educational institutions (Ghasempour et al., 2023). By addressing these gaps, your study not only contributes to the theoretical understanding of how abusive supervision impacts turnover intention in higher education but also offers practical strategies for improving teacher retention and organizational climate.


2. THEORETICAL FRAMEWORK AND HYPOTHESIS DEVELOPMENT
2.1 Abusive Supervision and Turnover Intention 
While it is crucial to understand effective leadership behaviors, it is equally important to recognize and investigate leadership behaviors that harm subordinates and organizations (Aryee et al., 2007; Tepper, 2007; Watkins et al., 2019). Over time, research has mainly focused on positive and constructive leadership (Almeida, 2019; Roy et al., 2024), whereas destructive or harmful leadership behaviors have received comparatively less attention, despite the gradual increase in scholarly interest in recent years (Dhanani & LaPalme, 2019; Schilling, 2009; Tepper et al., 2017). Padilla et al. (2007) emphasize the importance of acknowledging that leadership can produce outcomes ranging from constructive to destructive.
In studies addressing the dark side of leadership, several related concepts have been explored, such as abusive supervision (Tepper, 2000), toxic leadership (Lipman-Blumen, 2005) and destructive leadership (Erickson et al., 2015). This study adopts Tepper (2000) definition of abusive supervision as “subordinates’ perceptions of the extent to which supervisors engage in the sustained display of hostile verbal and non-verbal behaviors, excluding physical contact.” Similarly, Almeida (2019) describes abusive supervision as “the continued demonstration of hostile and immoral verbal and non-verbal abusive behaviors by leaders aimed at influencing subordinates to pursue personal and or organizational goals, punishing unwanted behaviors of subordinates to fulfill the leaders’ personal projects or leaders’ behaviors that disregard the well-being of subordinates.” This may cause Voluntary turnover. Griffeth et al. (2000) classified turnover antecedents into individual, situational, and macro-environmental factors, with the relationship between supervisors and subordinates being a critical situational factor. For instance, Kim et al. (2010) found that turnover intention is linked to the quality of the leader–subordinate relationship, while Aquino et al. (1997) identified a negative relationship between satisfaction with supervisors and turnover intention. Additionally, from the study of (Oliveira & Najnudel, 2023) employee turnover rate can be high due to poor work environment. 
In line with Affective Events Theory (Weiss & Cropanzano, 1996), workplace events that evoke emotional reactions influence employees’ attitudes and behaviors. Abusive supervision represents a negative workplace event that generates strong negative emotions such as frustration, anger, and helplessness, which may lead employees to develop the desire to leave the organization. Therefore, consistent with AET, abusive supervision can be viewed as an affective event that triggers emotional strain and fosters negative work attitudes such as turnover intention. Empirical findings also support this link, showing that abusive supervision can drive subordinates to consider leaving their organizations (Lyu et al., 2019; Moin et al., 2022; Pradhan & Jena, 2018; Tepper, 2000). Therefore, It can be hypothesized that, 

H1. Supervisors perceived as abusive positively influence their subordinates’ turnover intention.

2.2 Mediating Role of Emotional Exhaustion
Emotional exhaustion refers to a state of chronic physical and emotional depletion, often resulting from excessive work demands, personal pressures, and continuous stress (Wright & Cropanzano, 1998). This exhaustion manifests as a profound sense of psychological fatigue and physical weariness, which is frequently experienced by employees under significant emotional strain (Zohar, 1997). It can arise from the accumulation of stress from both personal life and occupational demands, or a combination of both. Emotional exhaustion is a signal of impending mental or physical collapse (Lim et al., 2021), marked by feelings of being overwhelmed and drained.
The majority of research on emotional exhaustion has been influenced by Maslach and Jackson's three-factor model of burnout (Maslach & Jackson, 1981; Maslach et al., 1997), which conceptualizes burnout as comprising three interconnected components: emotional exhaustion, depersonalization, and reduced personal accomplishment. Depersonalization refers to negative attitudes and disconnection from one’s work or colleagues, while diminished personal accomplishment reflects negative self-assessments (Ekman, 1997; Wilk & Moynihan, 2005). Individuals experiencing emotional exhaustion often feel helpless in controlling the events unfolding in their lives, leading to feelings of being "trapped" in their situation (Lim et al., 2021). The symptoms of emotional exhaustion can vary among individuals but generally include lack of motivation, sleep disturbances, mood swings, physical fatigue, feelings of hopelessness, distractibility, irritability, headaches, fluctuating appetite, anxiety, loss of focus, negative mood, increased skepticism, and symptoms of depression.
Longitudinal studies have revealed that employees suffering from emotional exhaustion tend to underperform in their job roles and exhibit higher rates of absenteeism. Additionally, they are more likely to seek employment elsewhere (Grandey et al., 2004; Wright & Cropanzano, 1998). According to Conservation of Resources (COR) theory (Hobfoll, 1989), individuals are naturally inclined to protect and accumulate valuable resources. This theoretical framework can help explain how employees, under emotional exhaustion, engage in coping mechanisms like cyberloafing to reclaim lost resources. Studies show that employees often turn to cyberloafing as a strategy to manage job-related stress and workplace conflict (Oravec, 2018). As emotional exhaustion depletes employees' psychological resources, they struggle to deal with other challenges in the workplace, including low self-efficacy, diminished self-esteem, and job-related stress.
Additionally, research by Nitzsche et al. (2013) highlights the significant influence of workplace culture and support on emotional exhaustion. Lyu et al. (2016) also found that abusive supervision contributes to the erosion of valuable workplace resources. Employees subjected to abusive supervision are less likely to receive support from their supervisors, which is essential for job performance and fostering pro-social behaviors. Abusive supervision not only forces employees to endure negative treatment but also compels them to expend additional resources in an effort to appease their supervisors, often in the hope of avoiding further mistreatment (Feng & Wang, 2019; Roy & Islam, 2025). In alignment with COR theory (Hobfoll, 1989), employees are motivated to conserve and replenish their resources, which is why many engage in cyberloafing behaviors as a response to job stress and negative workplace interactions (Oravec, 2018). Furthermore, the persistent emotional depletion caused by abusive supervision leaves employees with insufficient resources to cope with other challenges at work, exacerbating emotional exhaustion. Based on these findings, the following hypotheses are proposed:

H2: Abusive supervision positively influences emotional exhaustion.
H3: Emotional exhaustion positively influences turnover intention.
H4: Emotional exhaustion mediates the relationship between abusive supervision and turnover intention.

2.3 Resilience as a moderator
De los Reyes et al. (2022) define resilience as “the dynamic process and interaction between an individual and their ever-changing environment, utilizing both internal and external resources to produce positive outcomes in response to various contextual, environmental, and developmental challenges.” Recent research highlights a connection between resilience and emotional exhaustion, suggesting that resilience can act as a safeguard, preventing individuals from experiencing emotional exhaustion (Jin et al., 2020). Resilience is a critical attribute that enables individuals to adapt effectively to stressors, challenging circumstances, and psychological pressures. It helps individuals navigate difficult situations and provides protection against mental health disorders and life’s hardships (Ghasempour et al., 2023). Essentially, resilience enables individuals to overcome environmental stress by adjusting to the circumstances while maintaining a positive outlook. This adaptability helps prevent burnout and emotional exhaustion, especially in high-demand work environments (Abdulmohdi, 2024; Jamebozorgi et al., 2022).
Furthermore, individuals who demonstrate high levels of resilience are more likely to sustain their performance and energy, even when under significant stress. In contrast, a lack of resilience can lead to negative consequences, including reduced job performance, lower job satisfaction, diminished commitment, and a decline in motivation (Ghandi et al., 2017). Research has shown that resilience is positively associated with job satisfaction and negatively correlated with turnover intention (Hudgins, 2016). These findings underscore the importance of implementing resilience-building strategies in human resource management practices to enhance employee well-being and retention. According to the Conservation of Resources (COR) theory (Hobfoll, 1989), resilience functions as a vital resource that helps individuals mitigate the adverse effects of stress. COR theory suggests that individuals who can conserve and gain resources—such as resilience—are better equipped to cope with workplace stressors and avoid negative outcomes, including burnout. Therefore, resilience acts as a protective resource, buffering the impact of emotional exhaustion on turnover intention. In light of these considerations, the following hypothesis is proposed:
H5: Resilience moderates the relationship between emotional exhaustion and turnover intention, such that the positive relationship between emotional exhaustion and turnover intention is weaker when resilience is high.
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Fig. 1. Conceptual Framework


3. METHODS

3.1 Participants and procedures
This study adopted a quantitative approach to explore potential relationships among various variables. Data for this study were gathered from full-time faculty members at multiple private universities across Bangladesh, including those from Dhaka, Khulna and Sylhet. The respondents were professors, associate professors, assistant professors, Senior Lecturers and lecturers. The research teams distributed the questionnaires personally and allowed the participants one day to complete them. To minimize common method bias, data collection took place in two phases. The first phase (Time 1) focused on gathering demographic information and assessing Abusive supervision, resulting in 411 completed responses out of the 676 questionnaires distributed, representing a response rate of  60.79%. Two week later, the second phase (Time 2) evaluated emotional exhaustion, resilience and turnover intention to the same employees who responded the first round yielding 346 completed questionnaires. Each questionnaire was coded for consistency, and 19 responses were excluded because of missing information. Further the remaining 327 responses were tested for outliers using the Mahalanobis distance test at p < 0.000, and 8 responses with extreme values were deleted (Kline, 2011). In order to further test the CMB, Harman's single-factor test was computed. Since the largest variance in a single factor was 46.4%, there were no factors that surpassed the minimal criterion of 50%. The findings indicate that CMB is not a serious concern in this study (Fuller et al., 2016). The final analysis included 319 completed questionnaires, resulting in an overall response rate of 47.18%. The confidentiality of all responses was maintained, and participation was encouraged by the university heads of the departments. A summary of respondents' demographic information is presented in Table 1.

Table 1: Demographic Profile

	Characteristics
	Categories
	Frequencies
	%

	Age
	Less than 30 year
	107
	33.6

	
	31-35
	151
	47.3

	
	36-40
	39
	12.2

	
	Above 45 years
	22
	6.9

	Gender
	Male
	177
	55.5

	
	Female
	142
	44.5

	Education
	Postgraduate
	226
	70.8

	
	MPhil
	34
	10.7

	
	PHD
	59
	18.5

	Experience
	Less than 5 years
	137
	42.9

	
	5-13 year
	110
	34.5

	
	14-21 year
	46
	14.4

	
	Above 21 years
	26
	8.2

	Marital Status
	Married
	253
	79.3

	
	Not Married
	66
	20.7

	Designation
	Lecturer
	119
	37.3

	
	Senior Lecturer
	106
	33.2

	
	Assistant Professor
	47
	14.7

	
	Associate Professor
	27
	8.5

	
	Professor
	20
	6.3



This table presents a detailed overview of demographic and professional characteristics of the study participants. The results indicates that 55.5% were male, The majority of their age range was 31-35, 70.8% are postgraduate, 79.3% persons were married, the job experience of most of the sample varied from less than 5 years and In terms of designations, the majority are Lecturers (37.3%).

3.2 Measures
[bookmark: _Hlk213922467][bookmark: _Hlk213922486]Abusive supervision, emotional exhaustion, turnover intention and resilience were assessed using a 5-point Likert-type scale with a range of 1 (strongly disagree) to 5 (strongly agree). 

[bookmark: _Hlk213922666]3.2.1 Abusive supervision
Abusive supervision was measured using a six-item scale designed by Harris et al. (2011). Sample item stated, " My department head is rude or disrespectful toward me". The Cronbach's alpha was 0.832.

[bookmark: _Hlk213922933]3.2.2 Emotional exhaustion
To demonstrate Emotional exhaustion, a nine-item scale by Maslach and Jackson (1981) was utilized. The sample item contained "I feel emotionally drained from my work". The Cronbach's alpha was 0.947. 

[bookmark: _Hlk213923343]3.2.3 Turnover intention
Turnover intention was examined using a four-item scale by Jensen et al. (2013). Sample items include " I often think of quitting this job". The Cronbach's alpha was 0.887.

[bookmark: _Hlk213923487]3.2.4 Resilience
A five-item measure of Resilience originated by Al-Hawari et al. (2020), was used to rate employees' resilience. Sample items were " I usually manage difficulties one way or another at work". The Cronbach's alpha was 0.922. 

3.2.5 Control variables
Following earlier empirical research (Hossain et al., 2024; Roy et al., 2025), employees' Marital status, designation, experience, education were evaluated as control factors. 

3.3 Analytical Strategy
The data were analyzed using SPSS v27 and AMOS v24. Descriptive statistics were first used to examine demographic characteristics and the distribution of each variable. The construct validity and model fit were examined by CFA through four structural models. Moreover, the reliability and validity, were tested by using Composite Reliability (CR), Average Variance Extracted (AVE), Fornell-Larcker criterion, and Heterotrait–Monotrait ratio (HTMT). Finally, the relationships between all the variables were also tested through Structural Equation Modelling (SEM) using AMOS.

4. Results

4.1 Measurement Model Assessment
CFA was conducted to assess the model’s fitness to the data. Following the recommendations of Hair (2009); Hu and Bentler (1999); and Kline (2011), several fit indices were employed, including the CFI, TLI, RMSEA, and SRMR. Values of CFI and TLI above 0.90, and RMSEA and SRMR below 0.08, were considered indicative of a satisfactory fit. The CFA results (Table 2) show that the proposed four-factor model fits the data well (χ²/df = 2.402 < 5, TLI = 0.947, CFI = 0.954, RMSEA = 0.066, SRMR = 0.0456). The factor loadings of all the items in the model have a greater than the minimum acceptable value of 0.50 (Hair, 2009). Although factor loading over 0.7 is desirable (Vinzi et al., 2009), researchers frequently obtain weaker outer loadings (<0.70) in social science studies. Rather than automatically eliminating indicators, the effect of the removal of the item on composite reliability, content and convergent validity shall be examined. Generally, items with outer loadings from 0.40 to 0.70 shall be considered for removal only if deletion results in an increase of composite reliability (CR) or Average Variance Extracted (AVE) over the recommended value (Hair et al., 2016). In the current study, removal of the item (R1, Loading = 0.646) would not have made a significant increase in the CR and AVE since the values for the construct were already above the recommended threshold. But we removed the item AS3, AS4, AS5 and EE4 due to its loading less than 0.5 and removing it making significant change in the Cronbach’s alpha, CR and AVE (see Table 4).
In table 2 The proposed four-factor model was contrasted with other, more straightforward models in order to evaluate discriminant validity. The findings corroborate the uniqueness of the constructs in this study by showing that the proposed model fits data better than any other option. Furthermore, CR values exceeded the 0.70 level recommended by Hair et al. (2011), ranging from 0.836 to 0.947. The AVE values were higher than the 0.50 threshold suggested by Fornell and Larcker (1981), ranging from 0.631 to 0.711. The Fornell-Larcker criterion was satisfied since the square root of the AVE for each construct was higher than the correlations between constructs (see Table 3). Thus, discriminant validity was established.

Table 2: Confirmatory factor analysis

	Model
	χ²
	df
	χ²/df
	CFI
	TLI
	RMSEA
	SRMR

	Null model
	5234.537
	190
	
	
	
	
	

	One-factor model
	2325.491
	170
	13.679
	0.573
	0.522
	0.200
	0.1670

	Two-factor model
	1716.576
	169
	10.157
	0.693
	0.655
	0.170
	0.1626

	Three-factor model
	1555.511
	167
	9.314
	0.725
	0.687
	0.162
	0.1586

	Four-factor model
	393.933
	164
	2.402
	0.954
	0.947
	0.066
	0.0456


[bookmark: _Hlk213749503][bookmark: _Hlk192595519]Note(s): CFI = Comparative Fit Index; TLI = Tucker–Lewis index; RMSEA = Root Mean Square Error of Approximation; SRMR = Standardized Root Mean Squared Residual; AS = Abusive Supervision; TI = Turnover Intention; EE = Emotional Exhaustion; R = Resilience; Four-factor model: Baseline model; Three-factor model: EE and ER are combined into one factor; Two factor model: EE and ER are combined into one factor and AL and TI are combined into another factor; One factor model: All factor combined


Table 3: Descriptive statistics and correlations

	Variables
	M
	SD
	1
	2
	3
	4
	5
	6
	7
	8
	9

	1. Age
	.45
	.498
	
	
	
	
	
	
	
	
	

	2. Designation
	2.13
	1.188
	.012
	
	
	
	
	
	
	
	

	3. Experience
	3.12
	.942
	.031
	-.020
	
	
	
	
	
	
	

	4. Education
	1.48
	.788
	-.005
	.148**
	-.015
	
	
	
	
	
	

	5. Marital Status
	1.21
	.406
	.010
	.028
	-.289**
	.084
	
	
	
	
	

	6. AS
	2.4848
	1.00228
	.028
	.008
	.017
	.018
	-.034
	0.794
	
	
	

	7. TI
	2.3378
	1.03446
	.051
	.083
	.112*
	.013
	-.038
	.597**
	0.816
	
	

	8. EE
	2.8938
	1.17526
	.036
	.019
	-.018
	-.008
	.045
	.420**
	.505**
	0.833
	

	9. R
	3.9850
	.95800
	-.029
	.014
	-.023
	.030
	.027
	-.513**
	-.557**
	-.373**
	0.843


[bookmark: _Hlk213788153]Note(s): N = 319, *p<0.05, **p<0.01. Underlined and bold elements on the diagonal are the square root of AVE. Values below the diagonal elements are the correlations between constructs.  AS = Abusive Supervision; TI = Turnover Intention; EE = Emotional Exhaustion; R = Resilience


[bookmark: _Hlk195043782]Table 4: Factor loading, Cronbach's alpha, Composite reliability (CR), and average variance extracted (AVE)

	Construct & Indicator
	Loading
	Cronbach's alpha
	CR
	AVE

	Abusive Supervision
	
	0.832
	0.836
	0.631

	AS1
	.852
	
	
	

	AS2
	.810
	
	
	

	AS6
	.714
	
	
	

	Turnover Intention
	
	0.887
	0.888
	0.665

	TI1
	.866
	
	
	

	TI2
	.745
	
	
	

	TI3
	.789
	
	
	

	TI4
	.856
	
	
	

	Emotional Exhaustion
	
	0.947
	0.947
	0.694

	EE1
	.868
	
	
	

	EE2
	.871
	
	
	

	EE3
	.853
	
	
	

	EE5
	.738
	
	
	

	EE6
	.789
	
	
	

	EE7
	.797
	
	
	

	EE8
	.841
	
	
	

	EE9
	.894
	
	
	

	Resilience
	
	0.922
	0.924
	0.711

	R1
	.646
	
	
	

	R2
	.882
	
	
	

	R3
	.867
	
	
	

	R4
	.888
	
	
	

	R5
	.905
	
	
	


Note(s): AS = Abusive Supervision; TI = Turnover Intention; EE = Emotional Exhaustion; R = Resilience; CR = Composite reliability; and AVE = Average variance extracted.

4.2 Hypothesis Testing

The assumptions were tested with 5,000 bootstraps on the structural model (see Table 5 and Figure 2). The findings showed that AS has a significant positive impact on EE (β = 0.559, SE = 0.071, CR = 7.853, p < 0.01) and TI (β = 0.376, SE = 0.073, CR = 5.190, p < 0.01). Additionally, it was discovered that EE positively impacts TI (β = 0.253, SE = 0.047, CR = 5.435, p < 0.01). These results lend credence to Hypotheses H1–H3.
In order to investigate the mediating role of EE, the indirect influence between AS and TI was evaluated. The indirect effect was obtained by multiplying the beta coefficient between AS and EE (β = 0.559**) by the beta coefficient between EE and TI (β = 0.253 **) which results a significant positive indirect relationship between AS-EE-TI (β = 0.141, p < 0.01). The absence of zero in the confidence range for this indirect impact (LL = 0.088, UL = 0.213) suggested that mediation was present. Consequently, Hypothesis H4 was validated. 


Table 5: Results of hypothesis testing

	
	
	
	
	Bootstraps at 95%

	Relationships
	β
	S. E
	C. R
	LL CI
	UL CI

	AS → TI
	0.376**
	0.073
	5.190
	0.216
	0.569

	AS → EE
	0.559**
	0.071
	7.853
	0.406
	0.695

	EE → TI
	0.253**
	0.047
	5.435
	0.150
	0.354

	
	
	
	
	
	

	Indirect effect (mediation)
	
	
	
	
	

	AS → EE → TI
	0.141**
	0.031
	4.548
	0.088
	0.213

	
	
	
	
	
	

	Indirect effect (moderation) 
	
	
	
	
	

	R → TI
	-0.215**
	0.060
	-3.557
	-0.356
	-0.075

	EE*R → TI
	-0.159**
	0.037
	-4.341
	-0.236
	-0.084

	
	
	
	
	
	

	Control Variables
	
	
	
	
	

	Marital Status → TI
	-0.005
	0.112
	-0.041
	-0.185
	0.193

	Designation → TI
	0.080*
	0.037
	2.183
	0.012
	0.159

	Experience → TI
	0.128**
	0.048
	2.655
	0.033
	0.234

	Education → TI
	0.009
	0.056
	0.160
	-0.093
	0.120

	
	
	
	
	
	


[bookmark: _Hlk213749528][bookmark: _Hlk213788796]Note(s): *p<0.05, **p<0.01. AS = Abusive Supervision; TI = Turnover Intention; EE = Emotional Exhaustion; R = Resilience; SE = Standard error; CR = Critical ratio; BC = Bias-corrected; CI = Confidence interval.
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Fig. 2. Full Structural Model

The study also examined an interaction term (EE × R) to investigate the moderating effect of resilience on the association between EE and TI. Moderation was confirmed by the significant negative effect (β = -0.159, SE = 0.037, CR = -4.341, p < 0.01, LL = -0.236, UL = -0.084) that was seen when this interaction term was regressed on ERB. A simple slopes analysis (Figure 3) further demonstrated that under low Resilience conditions, the positive effect of EE on TI becomes stronger, whereas under high resilience conditions, the relationship between EE and TI becomes weaker. This finding indicates that resilience decreases the positive influence of EE on TI, thereby supporting Hypothesis H5. Among the control variables, designation and experience had a significant positive effect on TI (β = 0.080, p < 0.05); (β = 0.128, p < 0.01), indicates that employee’s designation and experience can increase employee turnover.
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Fig. 3. Slope Analysis

5. discussion

Abusive supervision has been identified as a significant organizational issue, impacting not only employees' well-being but also their turnover intentions (Bhattacharjee & Sarkar, 2024). Therefore, understanding the mechanisms through which abusive supervision affects employees' decision to leave their organizations is crucial for improving organizational retention strategies. In this context, the present study develops a framework that examines the impact of abusive supervision on turnover intention, with emotional exhaustion as a mediator and resilience as a moderator.
The results of this study indicate that abusive supervision has a direct and positive influence on emotional exhaustion, which in turn, significantly affects turnover intention. This suggests that when employees perceive their supervisors as abusive, they are more likely to experience emotional exhaustion, leading to a stronger desire to leave the organization. The study further confirms the mediating role of emotional exhaustion, providing evidence that it explains the relationship between abusive supervision and turnover intention. Moreover, the results highlight that resilience can moderate the relationship between emotional exhaustion and turnover intention, suggesting that employees who possess higher levels of resilience are less likely to succumb to the negative effects of emotional exhaustion, thus reducing their turnover intention. This results highlights several theoretical and practical implications throught the literature. 

5.1 Theoretical Implications

This study provides several theoretical contributions to the understanding of abusive supervision and turnover intention, particularly in the context of private universities in Bangladesh. First, it extends Affective Events Theory (AET; Weiss & Cropanzano, 1996) and Conservation of Resources (COR) theory (Hobfoll, 1989) by demonstrating that abusive supervision triggers emotional exhaustion, which subsequently leads to higher turnover intention. Previous research has explored these theories in different organizational contexts (Grandey et al., 2004; Tepper, 2000; Wright & Cropanzano, 1998), but the specific relationship between abusive supervision and turnover intention through emotional exhaustion in higher education institutions is novel. The application of AET in this study strengthens its relevance to workplace dynamics by showing how negative workplace events, like abusive supervision, produce strong emotional reactions, which ultimately shape employee attitudes and behaviors.
Second, this study contributes to the literature on emotional exhaustion as a mediator by demonstrating how it bridges the gap between abusive supervision and turnover intention. Previous studies have acknowledged that emotional exhaustion mediates various stress-related workplace outcomes (Maslach & Jackson, 1981; Zohar, 1997), but this study specifically focuses on the role of emotional exhaustion in the context of abusive supervision. Our findings align with those of Moin et al. (2022) and Lyu et al. (2016), who found emotional exhaustion to be a significant mediator in various organizational contexts. However, by examining this relationship in higher education institutions, this study adds a new dimension to the existing body of knowledge, which has primarily focused on corporate settings (Tepper, 2007).
Third, the role of resilience as a moderating factor between emotional exhaustion and turnover intention introduces an important theoretical advancement. While resilience has been recognized as a protective factor against workplace stress (Ghasempour et al., 2023; Jin et al., 2020), this study emphasizes its significance specifically in the context of abusive supervision. The findings support the work of Hudgins (2016), who showed that resilience helps buffer the negative effects of stress on employees’ psychological outcomes. Additionally, this study extends COR theory by suggesting that resilience serves as an essential resource that allows employees to better cope with emotional exhaustion, thereby reducing turnover intention (Ghandi et al., 2017; Hobfoll, 1989).
Furthermore, this research extends the literature on destructive leadership by focusing on abusive supervision. While research on leadership has often focused on positive leadership styles (Almeida, 2019; Roy et al., 2024), this study emphasizes the importance of addressing destructive leadership behaviors (Schilling, 2009; Tepper, 2000). By incorporating abusive supervision into the theoretical framework of AET and COR theory, this study provides valuable insights into how negative leadership behaviors not only lead to emotional exhaustion but also exacerbate turnover intention. This aligns with previous studies that have identified abusive supervision as a critical factor leading to negative employee outcomes (Tepper, 2007).
Finally, this study also contributes to the growing body of research on employee turnover by highlighting the role of leadership and emotional exhaustion in shaping turnover intention. Previous studies have shown that leadership behaviors and emotional strain can significantly affect turnover decisions (Kim et al., 2010; Oliveira & Najnudel, 2023). This research builds on these findings by incorporating emotional exhaustion as a key mechanism and resilience as a protective factor, providing a more nuanced understanding of the turnover process in organizations where abusive supervision is prevalent.

5.2 Practical Implications

This study offers several practical recommendations for managers and HR professionals, especially in higher education institutions, to address the negative consequences of abusive supervision and improve employee retention. First, the findings suggest that abusive supervision significantly contributes to emotional exhaustion and turnover intention. Therefore, it is crucial for organizations to implement leadership development and training programs aimed at reducing abusive supervisory behaviors. Such initiatives can help promote a more supportive and constructive work environment, ultimately enhancing employee well-being and reducing turnover.
Second, the study emphasizes the importance of addressing emotional exhaustion as a result of abusive supervision. Managers should recognize the signs of emotional exhaustion in employees and implement strategies such as workload adjustments, providing emotional support, and encouraging work-life balance. Creating a work environment where employees feel valued and supported can reduce the psychological strain caused by abusive behaviors and help mitigate turnover intentions.
Third, the findings highlight the critical role of resilience in buffering the negative effects of emotional exhaustion. Organizations should consider developing resilience-building programs for their employees, such as stress management workshops, resilience training, and mindfulness practices. These programs can help employees build the internal resources necessary to cope with stress and mitigate the adverse effects of emotional exhaustion.
Lastly, the practical implications of this study extend beyond private universities and can be applied to other sectors where abusive supervision may affect employee well-being and retention. For instance, resilience-building strategies, along with leadership development programs, can be adopted in various industries to enhance employee satisfaction, reduce turnover intention, and improve overall organizational performance.

5.3 Limitations and future research

Every study has its limitations, and acknowledging these provides opportunities for further exploration. While this study offers valuable theoretical and practical contributions, several limitations must be considered. First, the cross-sectional design of the data collection limits the ability to draw definitive causal conclusions. Future research could adopt longitudinal designs to better understand the cause-and-effect relationships between abusive supervision, emotional exhaustion, turnover intention, and resilience over time. Second, this study focused primarily on the mediating role of emotional exhaustion and the moderating role of resilience. Future studies could expand this model by incorporating additional mediators and moderators, such as job satisfaction or organizational support, to provide a more comprehensive understanding of the factors influencing turnover intention. Finally, despite efforts to minimize common method bias, the study relied primarily on self-reported data, which may introduce social desirability bias. Future research could address this limitation by incorporating ratings from supervisors or peers, HR records, or using diary methods to cross-verify findings and enhance the study's validity.

References

Abdulmohdi, N. (2024). The relationships between nurses' resilience, burnout, perceived organisational support and social support during the second wave of the COVID‐19 pandemic: A quantitative cross‐sectional survey. Nursing open, 11(1), e2036. 
Aboramadan, M., Dahleez, K., & Hamad, M. H. (2021). Servant leadership and academics outcomes in higher education: the role of job satisfaction. International Journal of Organizational Analysis, 29(3), 562-584. 
Al-Hawari, M. A., Bani-Melhem, S., & Quratulain, S. (2020). Do frontline employees cope effectively with abusive supervision and customer incivility? Testing the effect of employee resilience. Journal of Business and Psychology, 35(2), 223-240. 
Al-kashab, H. T. (2024). Effect of abusive supervision on emotional exhaustion and organizational citizenship behavior: a moderating role of workplace friendship. Leadership & Organization Development Journal, 45(8), 1281-1300. 
Almaqableha, A., & Omarb, K. (2024). Nexus of leadership style, organizational climate, motivation and OCB in Jordanian telecommunications. Revista de Gestão Social e Ambiental, 18(5), 1-18. 
Almeida, J. G. (2019). Os fins justificam os meios?: desempenho, liderança abusiva e adoecimento. 
Aquino, K., Griffeth, R. W., Allen, D. G., & Hom, P. W. (1997). Integrating justice constructs into the turnover process: A test of a referent cognitions model. Academy of management journal, 40(5), 1208-1227. 
Aryee, S., Chen, Z. X., Sun, L.-Y., & Debrah, Y. A. (2007). Antecedents and outcomes of abusive supervision: test of a trickle-down model. Journal of applied psychology, 92(1), 191. 
Ayati, S., Sitaniapessy, A., & Widokarti, J. R. (2025). The Influence of Organizational Climate, Situational Leadership Style, and Job Satisfaction on Employee Performance at the East Kalimantan Regional Police Medical and Health Unit (Biddokes). Paradoks: Jurnal Ilmu Ekonomi, 8(2), 697-707. 
Bhattacharjee, A., & Sarkar, A. (2024). Abusive supervision: a systematic literature review. Management Review Quarterly, 74(1), 1-34. 
Chakraborty, R., & Alam, P. A. (2024). Determinants and models of turnover intention of faculty members of higher educational institutes: a review. Perspectives in Human Resources, 99-106. 
Chihora, L. K. (2024). Investigating the Effects of Abusive Supervision on Employees’ Innovative Behavior: The Role of LMX Quality and Climate for Innovation. Southern Illinois University at Carbondale. 
De los Reyes, E. J., Blannin, J., Cohrssen, C., & Mahat, M. (2022). Resilience of higher education academics in the time of 21st century pandemics: a narrative review. Journal of Higher Education Policy and Management, 44(1), 39-56. 
Dhanani, L. Y., & LaPalme, M. L. (2019). It’s not personal: A review and theoretical integration of research on vicarious workplace mistreatment. Journal of Management, 45(6), 2322-2351. 
Ekman, P. (1997). Expression or communication about emotion. 
Erickson, A., Shaw, B., Murray, J., & Branch, S. (2015). Destructive leadership: Causes, consequences and countermeasures. Organizational Dynamics, 44(4), 266-272. 
Feng, J., & Wang, C. (2019). Does abusive supervision always promote employees to hide knowledge? From both reactance and COR perspectives. Journal of Knowledge Management, 23(7), 1455-1474. 
Fornell, C., & Larcker, D. F. (1981). Structural equation models with unobservable variables and measurement error: Algebra and statistics. In: Sage publications Sage CA: Los Angeles, CA.
Fuller, C. M., Simmering, M. J., Atinc, G., Atinc, Y., & Babin, B. J. (2016). Common methods variance detection in business research. Journal of business research, 69(8), 3192-3198. 
Ghandi, P., Hejazi, E., & Ghandi, N. (2017). A study on the relationship between resilience and turnover intention: with an emphasis on the mediating roles of job satisfaction and job stress. Bulletin de la Société Royale des Sciences de Liège, 86(special issue), 189-200. 
Ghasempour, S., Hosseinzadeh, A., Dadgari, A., & Ebrahimi, H. (2023). Resilience and its Associated factors in clinical nurses: a cross-sectional study. Shahroud Journal of Medical Sciences, 9(3), 11-16. 
Grandey, A. A., Dickter, D. N., & Sin, H. P. (2004). The customer is not always right: Customer aggression and emotion regulation of service employees. Journal of Organizational Behavior: The International Journal of Industrial, Occupational and Organizational Psychology and Behavior, 25(3), 397-418. 
Griffeth, R. W., Hom, P. W., & Gaertner, S. (2000). A meta-analysis of antecedents and correlates of employee turnover: Update, moderator tests, and research implications for the next millennium. Journal of Management, 26(3), 463-488. 
Hair, J., Joe F, Sarstedt, M., Matthews, L. M., & Ringle, C. M. (2016). Identifying and treating unobserved heterogeneity with FIMIX-PLS: part I–method. European business review, 28(1), 63-76. 
Hair, J. F. (2009). Multivariate data analysis. 
Hair, J. F., Ringle, C. M., & Sarstedt, M. (2011). PLS-SEM: Indeed a silver bullet. Journal of Marketing theory and Practice, 19(2), 139-152. 
Hajizadeh, A., Kakemam, E., Arab-Zozani, M., Najafpoor, Z., Dargahi, H., & Saeidpour, J. (2025). Turnover intention among nurses in Iranian hospitals: a systematic review and meta-analysis. BMC nursing, 24(1), 166. 
Harris, K. J., Harvey, P., & Kacmar, K. M. (2011). Abusive supervisory reactions to coworker relationship conflict. The leadership quarterly, 22(5), 1010-1023. 
Hobfoll, S. E. (1989). Conservation of resources: a new attempt at conceptualizing stress. American psychologist, 44(3), 513. 
Hossain, M. Z., Islam, M. S., Ali, I., Baikady, R., Azman, A., & Uddin, M. K. (2024). The interplay of religious values, servant leadership and teacher job satisfaction in Bangladeshi education institutions. Discover Global Society, 2(1), 27. 
Hu, L. t., & Bentler, P. M. (1999). Cutoff criteria for fit indexes in covariance structure analysis: Conventional criteria versus new alternatives. Structural equation modeling: a multidisciplinary journal, 6(1), 1-55. 
Hudgins, T. A. (2016). Resilience, job satisfaction and anticipated turnover in nurse leaders. Journal of nursing management, 24(1), E62-E69. 
Jamebozorgi, M. H., Karamoozian, A., Bardsiri, T. I., & Sheikhbardsiri, H. (2022). Nurses burnout, resilience, and its association with socio-demographic factors during COVID-19 pandemic. Frontiers in psychiatry, 12, 803506. 
Jensen, J. M., Patel, P. C., & Messersmith, J. G. (2013). High-performance work systems and job control: Consequences for anxiety, role overload, and turnover intentions. Journal of Management, 39(6), 1699-1724. 
Jin, M. J., Kim, J. S., Lee, H.-S., Kwon, Y. J., Shim, S. H., Choi, B.-S., Lee, D.-W., Paik, J.-W., Lee, B. C., & Jung, S.-W. (2020). The impact of emotional exhaustion on psychological factors in workers with secondary traumatic experiences: A multi-group path analysis. Psychiatry Investigation, 17(11), 1064. 
Kang, H. J., Gatling, A., & Kim, J. (2015). The impact of supervisory support on organizational commitment, career satisfaction, and turnover intention for hospitality frontline employees. Journal of Human Resources in Hospitality & Tourism, 14(1), 68-89. 
Kim, B. P., Lee, G., & Carlson, K. D. (2010). An examination of the nature of the relationship between Leader-Member-Exchange (LMX) and turnover intent at different organizational levels. International Journal of Hospitality Management, 29(4), 591-597. 
Kline, R. B. (2011). 26 convergence of structural equation modeling and multilevel modeling. In The SAGE handbook of innovation in social research methods (pp. 562-589). SAGE Publications Ltd. 
Lim, P. K., Koay, K. Y., & Chong, W. Y. (2021). The effects of abusive supervision, emotional exhaustion and organizational commitment on cyberloafing: a moderated-mediation examination. Internet Research, 31(2), 497-518. 
Lipman-Blumen, J. (2005). Toxic leadership: When grand illusions masquerade as noble visions. Leader to leader, 2005(36), 29-36. 
Lyu, D., Ji, L., Zheng, Q., Yu, B., & Fan, Y. (2019). Abusive supervision and turnover intention: Mediating effects of psychological empowerment of nurses. International Journal of Nursing Sciences, 6(2), 198-203. 
Lyu, Y., Zhou, X., Li, W., Wan, J., Zhang, J., & Qiu, C. (2016). The impact of abusive supervision on service employees’ proactive customer service performance in the hotel industry. International Journal of Contemporary Hospitality Management, 28(9), 1992-2012. 
Maslach, C., & Jackson, S. E. (1981). The measurement of experienced burnout. Journal of organizational behavior, 2(2), 99-113. 
Maslach, C., Jackson, S. E., & Leiter, M. P. (1997). Maslach burnout inventory. Scarecrow Education. 
Moin, M. F., Wei, F., Khan, A. N., Ali, A., & Chang, S. C. (2022). Abusive supervision and job outcomes: a moderated mediation model. Journal of Organizational Change Management, 35(3), 430-440. 
Nitzsche, A., Pfaff, H., Jung, J., & Driller, E. (2013). Work–life balance culture, work–home interaction, and emotional exhaustion: A structural equation modeling approach. Journal of Occupational and Environmental Medicine, 55(1), 67-73. 
Oleksa-Marewska, K., & Springer, A. (2025). If you fit, you commit? The relationship between the organizational climate and employees’ commitment: the moderating role of the person-environment fit. Central European Management Journal, 33(1), 40-56. 
Oliveira, L. B., & Najnudel, P. S. (2023). The influence of abusive supervision on employee engagement, stress and turnover intention. Revista de Gestão, 30(1), 78-91. 
Oravec, J. A. (2018). Cyber Bullying. In Encyclopedia of Information Science and Technology, Fourth Edition (pp. 1695-1703). IGI Global Scientific Publishing. 
Padilla, A., Hogan, R., & Kaiser, R. B. (2007). The toxic triangle: Destructive leaders, susceptible followers, and conducive environments. The leadership quarterly, 18(3), 176-194. 
Pradhan, S., & Jena, L. K. (2018). Abusive supervision and job outcomes: a moderated mediation study. Evidence-based HRM: A Global Forum for Empirical Scholarship, 
Roy, I., & Islam, R. (2025). Beyond transformational: How servant leadership fosters knowledge sharing through psychological safety and trust. Journal of Knowledge Management, (In press) doi: https://doi.org/10.1108/JKM-02-2025-0270
Roy, I., Islam, R., Arefin, M. S., & Rahman, S. (2025). How perceived supervisor and organizational support shape job satisfaction: the intervening role of work-life balance and organizational identification. Open Journal of Business and Management., 13(4), 2782-2809. 
Roy, I., Islam, R., & Sarwar, S. (2024). Impacts of Transformational Leadership on Quiet Quitting and Cyberloafing: Exploring the Role of Emotional Stability and Work Stress. International Journal of Latest Research in Engineering and Management, 8(5), 10-24. 
Schilling, J. (2009). From ineffectiveness to destruction: A qualitative study on the meaning of negative leadership. Leadership, 5(1), 102-128. 
Tepper, B. J. (2000). Consequences of abusive supervision. Academy of management journal, 43(2), 178-190. 
Tepper, B. J. (2007). Abusive supervision in work organizations: Review, synthesis, and research agenda. Journal of Management, 33(3), 261-289. 
Tepper, B. J., Simon, L., & Park, H. M. (2017). Abusive supervision. Annual Review of Organizational Psychology and Organizational Behavior, 4(1), 123-152. 
Vinzi, V. E., Trinchera, L., & Amato, S. (2009). PLS path modeling: from foundations to recent developments and open issues for model assessment and improvement. Handbook of partial least squares: Concepts, methods and applications, 47-82. 
Vu, G. T. H., & Doan, A. T. V. (2025). Cyberloafing at work: the effects of abusive supervision and emotional exhaustion. International Journal of Conflict Management. 
Wang, H., Wei, L.-q., & Zhang, R. (2024). When subordinates respond constructively to abusive supervision: the moderating role of performance goal orientation. Journal of Managerial Psychology, 39(1), 1-17. 
Watkins, T., Fehr, R., & He, W. (2019). Whatever it takes: Leaders' perceptions of abusive supervision instrumentality. The leadership quarterly, 30(2), 260-272. 
Weiss, H. M., & Cropanzano, R. (1996). Affective events theory. Research in organizational behavior, 18(1), 1-74. 
Wilk, S. L., & Moynihan, L. M. (2005). Display rule" regulators": the relationship between supervisors and worker emotional exhaustion. Journal of applied psychology, 90(5), 917. 
Wright, T. A., & Cropanzano, R. (1998). Emotional exhaustion as a predictor of job performance and voluntary turnover. Journal of applied psychology, 83(3), 486. 
Yiming, L., Yan, L., & Jinsheng, Z. (2024). Effects of organizational climate on employee job satisfaction and psychological well-being: the role of technological influence in Chinese higher education. BMC psychology, 12(1), 536. 
Zohar, D. (1997). Predicting burnout with a hassle‐based measure of role demands. Journal of Organizational Behavior: The International Journal of Industrial, Occupational and Organizational Psychology and Behavior, 18(2), 101-115. 









image1.png
@ @ @ @
76 73 55 62
EE2 EE3 EES5 EE6

IS

75 64 7 80
EE1 EE7 EE8 EE9
B 8 85 7479 80 4 ]
52
s ’ @
” 87
48 28 62
65 74
80 35 v
AS2 [« (Ab_sup) = 79
84 -19 86
" -2
CenterdR
AS1 "
-58 4
09
CEEXCR
43 11
8 MaritalStatus o
© > ari s
02 3 4
o Designation
01 06
8
Experience
Education

75

m™m

T2

T3

Tia

6668




image2.png
TI

4.5

3.5

2.5

1.5

Moderator

—+—Low Resilience

~@-High Resilience

Low EE

High EE





