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Abstract. The purpose of this paper is twofold. First is to examine the relationship 

between employee’s perception of abusive supervision and their turnover intention. 
Second is to investigate the moderating role of neuroticism on this relationship. The data 

was collected from 500 employees working at Rural Bank (BPR) in Surakarta, Indonesia 

through self-report questionnaires. The finding of the study confirms that abusive 

supervision is positively related to subordinates’ turnover intention. The study also 
reveals that neuroticism moderated the relationship between abusive supervision and 

turnover intention.  
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1 Introduction 

In the last decade, abusive supervision becomes a meaningful topic to observe. 

Researchers have not yet deeply put an interest on such a matter, yet abusive supervision is not 

something foreign for employees in Indonesia. Indonesia is a country of high power distance 

Hofstede (1983), where people at the higher place in the hierarchical structure posses an 

absolute power and control over their direct orders [1]. Thus, abusive conducts are prone to 

happen. In his study, Hancock (2000) found that abusive supervision is commonly 

experienced by employees in Indonesia [2]. 

Furthermore, past researches also indicate that abusive supervision may lead to negative 

impact to employees in a companies, among others low job satisfaction, poor organizational 

commitment, and degradation of organizational citizenship behavior [3]–[11]. Abusive 

supervision may also inflate company expense due to high turnover [12]–[15].  

This research focuses on the relationship between abusive supervision and turnover 

intention with two underlying reasons. First, previous studies indicate that such a relationship 

is inconclusive. Abusive supervision may indeed incline towards high turnover intention [7], 

[13], [14], [16]. However, other researches come with an opposite finding [17]. These 

contrasting views open up an opportunity for researchers to clarify the connection between the 

two. Second, the limitation of reference on the correlation within the scope of companies in 

Indonesia provides a room for academics to contribute to the development of knowledge on 

this specific subject matter. 
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This study serves two primary purposes. First, it explains the relationship between 

abusive supervision and employee's turnover intention. It is based on the social exchange 

theory which suggests that individuals receiving abusive supervision will then respond with 

high turnover intention [18], [19].  

Second, this study proposes an alternative model by conceptualizing neuroticism as a 

variable that is expected to put a brighter spot on the relationship between abusive supervision 

and turnover intention. Several earlier researches took into account a moderating variable, yet 

only a very few bring about this personality trait as a moderator in highlighting the 

relationship. This idea is founded on the personality theory explaining that individuals scoring 

low in neuroticism tend to be more resistant to stress at workplace. They are more likely to be 

calm in dealing with problems, confident, and highly persistent when facing stressors  [20]–

[22]. Their intention in turnover is thus low when receiving abusive supervision, and vice 

versa [20], [23], [24].  

2 Method 

2.1   Sample and Procedure 

 

The respondents consist of 500 employees of rural banks in Surakarta. Purposive 

sampling method was applied in selecting the respondents. The method is preferred in order to 

gain information parallel to the research of the study. The criteria of sample are categorized as 

follows: 1. Supervised at work, 2. A permanent employee, 3. Employed for at least 1 year. The 

data was gathered by means of hand-delivered questionnaires. Rewards were provided to 

encourage the participation of the respondents.  

  

2.2    Measurement of Variables 

 

Abusive supervision is an independent variable, measured by using 5 indicators adopted 

from Tepper (2000) and Mitchell & Ambrose (2007) [25], [26].  

Turnover intention functions as a dependent variable, measured through 4 items adopted 

from Alagaraja & Shuck (2015) [27].  

Neuroticism is a moderating variable, measured utilizing 5 indicators adopted from 

Goldberg (1990) and Haryanto et al., (2019) [28], [29].  

All these variables were measured using a 5-point likert scale (1=strongly disagree, 

5=strongly agree). 

3 Results 

Table 1 displays the description of respondents’ profile. Respondents aged 22-30 years 

old is 30%, 31-40 years old 61.5%, 41-50 years old 5.7%, and above 50 years old 2.8%. 34% 

are males and 66% are females. 22% are high school/vocational school graduates, 14% hold 

an associate’s degree, and 64% hold a bachelor's degree. 73% are married and the remaining 

27% are unmarried. 

 

 



 

 

Table 1. Profile of Respondents. 

 

Variables 
Percentage (%) 

N = 500 

Age (Year)  

>50  2.8 
41 – 50  5.7 

31 – 40  61.5 

22 – 30 30 

Sex  
Male 34 

Female 66 

Education Level  

Bachelor’s degree 64 
Associate’s degree 14 

High School/Vocational School 

Graduates 

22 

Marital Status  
Married 73 

Unmarried 27 

Source: Processed Primary Data, 2020 

 

Correlation test was conducted to identify inter-variables relationship. There is a positive 

and significant correlation between abusive supervision and turnover intention (r = .603; p=< 

0.01). Similar correlation is found between neuroticism and turnover intention (r = .387; 

p=<0.01). 

Regression analysis was employed to test the formulated hypothesis. From the first 

hypothesis, abusive supervision correlates positive and significant with turnover intention 

(B=2.802; p <0.05) (See table 2). Statistically, hypothesis 1 is supported. Subsequently, a 

series of test using hierarchical regression analysis was carried out to comprehend the 

potential of neuroticism as a moderating variable in the correlation between abusive 

supervision and turnover intention. There were three steps of the analysis. First step was 

introducing neuroticism variable. Second was incorporating abusive supervision variable. 

Third was inserting interaction variable (multiplication of neuroticism and abusive supervision 

scores). As shown in Table 2, the regression test on the interaction effect of neuroticism and 

abusive supervision results in negative and significant (B= -.021; p <0.05). Therefore, 

neuroticism is statistically valid as a moderating variable between abusive supervision and 

turnover intention. Alternatively said, neuroticism may moderate the influence of abusive 

supervision towards turnover intention. Such an influence grows weaker in individuals of low 

neuroticism compared to those of high one. 

 

 

 

 

 

 

 

 



 
Table 2. Regression findings to understand the moderating effect of abusive supervision and neuroticism 

on Turnover Intention. 
 

  Turnover 
Intention 

 

 R2 F B 

Hypothesis 1 testing    

Abusive Supervision .364 284.849** 2.802** 
    

Hypothesis 2 testing    

Step 1    

Neuroticism  .150 87.785** .422** 

    

Step 2    

Neuroticism  .380 154.018** .166** 

Abusive Supervision   .432** 
    

Step 3    

Neuroticism  .389 106.737** .366** 

Abusive Supervision   .611** 
Abusive Supervision x Neuroticism   -.021** 

Notes: * p < 0.05; ** p < 0.01    
Source: Author’s Calculations, 2020    

4 Discussion 

This study serves two primary purposes. First is to examine the relationship between 

employee’s perception of abusive supervision and their turnover intention. Second is to 

investigate the role of neuroticism as a moderating variable on this relationship. The first 

hypothesis appears to be supported, indicating positive and significant correlation between 

abusive supervision and turnover intention. This represents the fact that employees receiving 

abusive supervision tend to have higher turnover intention, and vice versa. This aligns with 

social exchange theory where poor treatment will be reciprocated the same, representing high 

turnover intention due to abusive supervision. 

The second hypothesis is also supported by the test result, where neuroticism may 

moderate abusive supervision on turnover intention. This finding indicates that when receiving 

abusive supervision, people with different level of neuroticism leads to various degree of 

turnover intention. It confirms the personality theory suggesting that individuals will respond 

in a different behavior depending on the dimension of personality when facing stressors and 

negative conduct.  

Employees scoring low in neuroticism will tend to withstand and tolerate abusive 

supervision thus they won’t be affected in working, rendering them to have less intention to 

leave the job. On the contrary, employees with high level of neuroticism will regard abusive 

supervision an uncomfortable situation and stressor at work place, triggering them to leave the 

company.  

 

 



5 Conclusion 

This study highlights the positive and significant correlation between abusive supervision 

and employee's turnover intention. Social exchange theory serves as a basis to clarify such an 

interaction. It is also revealed that neuroticism moderates the influence of abusive supervision 

on turnover intention, with personality as the underlying foundation. Conclusively, 

employees’ response in dealing with abusive supervision varies depending on their level of 

neuroticism. 
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