
Dialogue Social Science Review (DSSR)
www.thedssr.com

ISSN Online: 3007-3154
ISSN Print: 3007-3146
Vol. 3 No. 06 (June) (2025)

1

Exploring the Nexus: Abusive Supervision in Pakistan's Textile
Industry and its Impact on Workers' Mental Health, Performance, and

Turnover Intentions

Prof. Dr. Muhammad Yasir
Chairman Department of Management Sciences, Hazara University
muhammadyasir@hu.edu.pk
Dr. Muhammad Ali (Corresponding Author)
Lecturer Institute of Management Sciences, The University of Haripur
msali747@gmail.com
Dr. Muhammad Tufail
Lecturer Institute of Management Sciences, The University of Haripur
tufail@uoh.edu.pk
Dr. Sheraz Ahmed
Assistant Professor Institute of Management Sciences, The University of Haripur
sherazahmed@uoh.edu.pk

Abstract
The study was conducted in small and medium-sized textile mills to explore the impact
of a weak institutional environment on abusive supervision and how abusive supervision
contributes to the workers’ mental health in terms of stress, turnover intention, and
entrepreneurial intention along workers’ performance. The study results depict a positive
and significant association between a weak institutional environment and abusive
supervision. Moreover, we found positive and significant associations between abusive
supervision with psychological stress, turnover intention, entrepreneurial intention, and
workers' performance. The results signify the bright side of abusive supervision and a
weak institutional environment.
Keywords: Weak institutions framework, abusive leadership, stress, turnover,
entrepreneurial, performance.

1.0 Introduction
Over the past two decades, scholarly interest in abusive supervision has gained
significant interest. Abusive supervision is a combination of hostile verbal and nonverbal
behaviors, excluding physical contact (Tepper et al., 2007). Moreover, an ample amount
of empirical evidence is available that highlights the enduring detrimental effects of
abusive supervision on workers and their performance (Ambrose, & Ganegoda, 2020;
Tepper et al., 2008). Subsequently, several studies are available that address the
antecedents of abusive supervision, focusing on the reasons behind leaders exhibiting
such behavior toward subordinates (Zellars, Tepper, & Duffy, 2002). Furthermore,
existing literature has given the perspective of abusive supervision and its impact on
subordinates (Walter et al., 2015) or how subordinates perceive abusive supervision
(Walter et al., 2015). Along with, reasons why leaders may engage in abusive
supervision (Samian, Riantoputra, & Budihardjo, 2021). While this literature provides valuable
insights into the factors influencing abusive supervision, there is a notable gap
concerning the compelling force that gives room to the supervisors to adopt abusive
supervision. Additionally, what implications does abusive supervision have on the
workers' intentions regarding freedom from such a toxic environment?
The current focus in the literature has predominantly revolved around unethical
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organizational norms (Ünal, Warren, & Chen, 2012) and inequitable organizational policies
(Tepper et al., 2006). However, there exists a pressing need for a more rigorous
exploration of the abusive supervision concept with a specific focus on contextual and
multilevel antecedents, particularly in understanding how abusive supervision is
formulated and how workers respond to toxic environments generated by abusive
supervision. Moving forward, our study aims to address this gap by concentrating on the
unique context of the small and medium-sized textile mills in Pakistan. Moreover, we
seek to understand the forces that drive abusive supervision and its implications on
workers’ decisions and intentions. In doing so, we aspire to not only advance theoretical
understanding but also provide practical implications for organizational policies and
interventions, ultimately enhancing workplace dynamics and organizational effectiveness.
Figure 1, depicts the conceptual approach that we have developed to bridge-up the
literature gaps.

Figure 1: Conceptual Model

Our proposed model was grouped into two levels, the first level was designed to
understand the basic foundation beyond the abusive supervision. While the second level
focused on the implications of abusive leadership. We highlight the impact of abusive
supervision on workers’ psychological factors and their performance. Moreover, we
significance the importance of a weak institutional framework for a comprehensive
understanding of abusive supervision. Secondly, our contribution to the abusive
supervision literature extends to demonstrating the immediate impact on workers’ mental
health, performance, turnover intention along entrepreneurial intention. This enriches
scholars' comprehension of major theoretical perspectives on abusive supervision
(Tepper et al., 2017). Specifically, our research presents an integrative framework
elucidating the process through which weak institutional frameworks influence the
abusive supervisor and how abusive supervision contributes to the workers’
psychological factors including entrepreneurial intentions as a way out of the toxic
working environment.
2.0 THEORY AND HYPOTHESES
Weak Institutional Framework - Abusive Supervision
Organizational behavior theorists have recently focused extensively on the scrutiny of
the institutional environment and its impact on the firm’s performance. It is widely
acknowledged that each country possesses its distinct institutional setting, contributing to
its individuality. However, these institutions are intricately linked not only to the country
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itself but also to its transformations. While certain institutions, like formal ones (such as
laws, economic regulations, and infrastructure), can undergo relatively easy changes,
others, like informal institutions (such as moral codes, behaviors, and beliefs), evolve at
a sluggish pace and are minimally affected by external influences (Salimath, & Cullen,
2010). Moreover, abusive supervision is a form of negative leadership that involves
subordinates’ perceptions of their supervisors’ hostile verbal and nonverbal behaviors,
such as ridicule, humiliation, invasion of privacy, and broken promises (Tepper, 2000).
Abusive supervision has been linked to various detrimental outcomes for employees and
organizations, such as reduced performance, creativity, and well-being, and increased
turnover, deviance, and retaliation (Tepper et al. 2017). However, the antecedents of
abusive supervision are not well understood, especially in the context of weak
institutional frameworks. Weak institutions are characterized by low levels of rule of law,
accountability, transparency, and participation, and high levels of corruption, nepotism,
and violence (Gil-Barragan, Belso-Martínez, & Mas-Verdú, 2020). Weak institutions
may create a governance dilemma for firms, where they have to balance between
complying with formal rules and adapting to political realities (Halaszovich, 2020).
Theoretically, this may increase the likelihood of abusive supervision, as supervisors
may face more pressure, uncertainty, and ambiguity, and may resort to coercive tactics to
control their subordinates and achieve their goals (de Bruijn, 2021; Selem et al., 2023).
Furthermore, based on an extensive literature review we weren’t able to find a single
study that focused on weak institutional environment and its association with abusive
supervision. Therefore, we hypothesize that a weak institutional framework will be
positively related to abusive supervision.
Hypothesis 1. Weak Institutional framework will be positively related to abusive
supervision

Abusive supervision, marked by hostile and harmful behaviors toward subordinates like
humiliation, ridicule, threats, and intimidation, is a form of dysfunctional leadership
(Tepper, 2000). This leadership style has been associated with various negative outcomes
for employees, including decreased work engagement, heightened psychological distress,
and an increased intention to leave the job (Oliveira and Najnudel, 2022). One potential
explanation for the harmful effects of abusive supervision is stress—a psychological and
physiological response to perceived demands exceeding one's resources or abilities
(Akram et al., 2022). Abusive supervision is viewed as a chronic, interpersonal stressor
that creates a hostile and threatening work environment for subordinates (Tepper et al.,
2007). Moreover, it undermines subordinates' fundamental psychological needs for
autonomy, competence, and relatedness, which are crucial for well-being and motivation
(Ryan and Deci, 2000). Furthermore, different studies confirm the positive relationship
between abusive supervision and heightened stress levels among workers. For instance,
Tepper et al. (2007) discovered a positive association between abusive supervision and
subordinates' emotional exhaustion—a central component of burnout syndrome. Oliveira
and Najnudel (2022) observed that abusive supervision negatively affected subordinates'
work engagement, characterized by vigor, dedication, and absorption, contributing to an
increase in their stress levels. Burton, Hoobler, & Scheuer (2012) found that variability
in abusive supervision, reflecting the inconsistency and unpredictability of supervisors'
abusive behaviors, was linked to heightened stress and reduced levels of psychological
detachment—a state involving mental disengagement from work during off-job periods.
However, there is currently no study conducted in Pakistan that focused on textile mill
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workers who are working in hostile environments with below-average wage rates that
specifically focused on abusive supervision and its impact on workers’ stress levels.
Moreover, due to poor economic conditions, workers are left with minimum options to
switch. Therefore, we formulated the following hypothesis:
Hypothesis 2: Abusive supervision will be positively related to workers’ stress levels.

Abusive supervision undermines employees’ perception of justice and reduces
employees’ job satisfaction, which in turn leads to employees’ intention to quit their jobs
(Haar, de Fluiter, & Brougham, 2016). According to a study by Hussain et al., (2020),
abusive supervision negatively influences engagement and employee well-being
moreover, contributes to increasing subordinates’ stress and turnover intention. The
study also found that the relationship between abusive supervision and turnover intention
is mediated by organizational support, but not by stress. Another study by Tepper
(2000) found that abusive supervision undermines employees’ perception of justice, and
reduces employees’ job satisfaction, which in turn leads to employees’ intention to quit
the job. This finding is consistent with that of other studies (Liu, Zhu, & Wei, 2019; Seo,
& Chung, 2019). Moreover, we formulated the following hypotheses to test the validity
of findings in a Pakistani hostile working environment context to further develop our
model.

Hypothesis 3: Abusive supervision will be positively related to workers’ turnover
intention.

Entrepreneurial intention (EI) is characterized as a mental state (Martins, Santos, &
Silveira, 2019), measuring the extent to which an individual channels motivation and
attention towards accomplishing a desired behavior or goal, such as initiating a business
(Moriano, et al., 2012). Promoting entrepreneurship is important specifically in a society
that faces enormous economic and social challenges (Wilson et al., 2009). Recently,
policymakers across the world have started focusing on entrepreneurial education right
from the school level to equip the public with skills to develop their businesses rather
than focusing on the traditional model of job acquisition (European Commission, 2006,
World Economic Forum, 2009). However, although such initiatives seem to be well
developmental plans, these initiatives are not meant for those who are not in their
education years but struggling in society due to low skills and opportunities. Moreover,
to far best of our knowledge we haven’t been able to find a single study that linked
abusive supervision with entrepreneurial intention among factory workers with limited
education.
Despite an extensive literature review, a notable gap emerges in studies exploring
entrepreneurial intentions from the workers' perspective. We hypothesize that abusive
leadership might contribute to heightened stress levels among workers, reaching a
threshold where it becomes unbearable for them to sustain their current roles.
Consequently, these workers may contemplate the prospect of establishing their
businesses, leveraging the resources they have accumulated. This assumption arises from
the challenges associated with securing alternative employment and the potential
recurrence of abusive supervision. Building upon this theoretical foundation, we have
formulated the following hypotheses:
Hypothesis 4: Abusive supervision will be positively related to workers’ entrepreneurial
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intention.

Moreover, in a study conducted by Ronen and Donia (2020), abusive supervision
emerges as a detrimental factor impacting employees’ motivation, job satisfaction, and
innovative behaviors. This negative influence extends to counterproductive work
behaviors and intentions to quit the job. The study underscores that the adverse effects of
abusive leadership on employees' workplace outcomes stem from followers experiencing
thwarted autonomous motivation. Additionally, another study by Tepper (2000) supports
these findings, revealing that abusive supervision not only undermines employees'
perception of justice but also diminishes job satisfaction, subsequently fostering
intentions to quit. Moreover, Empirical data indicates that having abusive supervisors
can result in positive job-related actions, such as engaging in compulsory citizenship
behaviors (Zhao et al., 2013). Furthermore, Chen, & Wang, (2017) discovered a strong
connection between abusive supervision and job performance, especially in work
contexts where tasks hold significant meaning, prompting employees to invest greater
efforts in performing effectively.
However, despite various studies into the domain of abusive supervision and
performance, we were not able to find any study that focused on workers with little to no
education working in a hostile environment and living below the poverty line. Moreover,
building upon the aforementioned rationale, we contend that abusive supervision in this
context may paradoxically lead to an enhancement in workers' performance of the
workers. Accordingly, we formulate the following hypothesis:
Hypothesis 5: Abusive supervision will exhibit a positive correlation with workers'
performance.

2.1 Theoretical Support
We applied institutional theory to understand the environments characterized,
organizations may face reduced external monitoring and scrutiny, potentially creating
conditions conducive to the emergence of abusive supervision (Hypothesis-1). Moreover,
we applied theory X to assess supervisors who lean towards abusive supervision as a
means of control. The resulting hostile working environment gives more productivity in
line with Theory X (Hypothesis-2). Furthermore, we applied social exchange theory to
explore the workers’ expectations about the treatment they receive from their supervisors,
and when these expectations are violated this can lead to stress (Hypothesis-3).
Additionally, we applied the escape theory (push-pull theory) to assess workers'
motivation to escape from a toxic working environment generated by abusive
supervision (Hypothesis-4). Lastly, we applied authoritarian theory to explore the
implications of high power distance, which may respond positively to authoritative
supervision style (Hypothesis-5)

Hypothesis 1

Hypothesis 2

Hypothesis 3

Hypothesis 4

Hypothesis 5

Institutional Theory

Theory X

Escape Theory

Institutional Theory

Authoritarian Theory

Theory Development
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3.0 Participants and Procedure
We employed a multisource and multilevel research design, enabling us to examine how
supervisors' behavior impacts workers' mental health, performance, turnover intention,
and entrepreneurial intention. With the support of the Chamber of Commerce Punjab, we
identified 42 textile mills falling under small and medium-sized businesses from a total
of approximately 487 large industrial units, including 237 textile mills, 86 steel
construction units, and 92 chemical and food manufacturing industries. Our selection
focused on textile mills operating with fewer than 250 full-time workers, using a two-
stage sampling procedure. In the first stage, random sampling was applied to select
textile mills that fall on our criteria and we managed to identify 168 textile mills. In the
second stage, we used stratified sampling within randomly selected textile mills by
categorizing them based on size (less than 250 full-time workers) and we managed to
further narrow down the sample size to 73 textile mills. These 73 textile mills were
operating with workers and employees less than 250 benchmark. Our sampling technique
has ensured a representative sample across different segments within the textile industry.
Data collection was exclusively from workers with a specific focus on participant
confidentiality, spanning six months from July 2023 to December of the same year. The
initial round collected data on the institutional environment of Pakistan to assess the
strength of institutions, adopting a mixed-method approach combining quantitative and
qualitative data sources. Initially, secondary data was gathered from government-
published reports (Pakistan Bureau of Statistics), World Bank reports on Pakistan's
economy, IMF reports (Pakistan), and International Labour Organization Reports
(Pakistan). These reports provided quantitative indicators applied in questionnaire
development and data collection. In the second stage, data was collected using a
questionnaire approach from academicians, policymakers, and professionals from the
Chamber of Commerce. These indicators collectively shaped our understanding of the
institutional environment in which manufacturing industries operate. In the second round,
data was collected from workers in identified textile mills, and additionally from workers
outside the mills where they felt comfortable sharing information. Stringent measures
were taken to address their concerns.
The selection of Faisalabad Textile mills was based on poor working conditions where
workers constantly worked in an environment filled with "cotton dust," contributing to
growing lung problems, commonly known as "brown lung." Furthermore, long working
hours, often exceeding legal limits, and denial of sufficient breaks for rest and meals
were the main rationales for conducting research in this domain. Ethical considerations
played a crucial role in the data collection process. Participants were informed about the
research aims and outcomes, and formal written consent was obtained. Steps were taken
to ensure the confidentiality and anonymity of respondents, adhering to ethical standards
to safeguard the rights and well-being of all involved parties.

3.1 Measures
All constructs and items were measured on a Likert seven-point scale anchored from
1(strongly disagree) to 7(strongly agree).
Weak Institutional Environment (WIE): The scale indicators for WIE were precisely
selected from the World Bank OSIRIS database, aligning with the criteria outlined by
Yusoff, Arifin, & Hadie, (2021). The scale comprises 8 items distributed across four
dimensions: regulatory quality (2 items, α= .91), rule of law (2 items, α= .90),
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government effectiveness (2 items, α= .89), and control of corruption (2 items, α= .90).
Abusive Supervision (AS): Abusive supervision scale was developed using the work of
Tepper (2000). Moreover, it consists of 10 items, these ten items were grouped into 3
dimensions: subordinates' perceptions of the supervisor's hostility (3 items, α= .90),
frequency of the abusive behavior (3 items, α= .88), and behavior is directed toward the
subordinate (4 items, α= .89).
Psychological Stress (PS): Psychological stress was measured using Cohen et al., 1983
scale with modifications to just the target population of the study along with research
aims. The scale consists of 14 items, with seven items assessing perceived stress and
seven items assessing perceived coping. Moreover, we only utilize seven items (7 items,
α= .91), regarding perceived stress with changes to fit the scope of the study.
Turnover Intention (TI): The turnover intention was developed based on the work of
Carayon et al. (2006). The scale consists of 13 items that were modified to fit the scope
of the study and target population, we distribute the scale based on two dimensions,
satisfaction with work (6 items, α= .90), and intention to leave (7 items, α= .91).
Entrepreneurial Intention (EI): The entrepreneurial intention scale was developed based
on the work of the Entrepreneurial Intentions Questionnaire (EIQ) by Liñán, F. (2005).
The scale was modified and grouped into two dimensions each consisting of 5 items,
entrepreneurial intentions (5 items, α= .89) and decision making (5 items, α= .92)
Workers’ Performance (WP): The workers’ performance scale was developed based on
the work of Koopmans et al., 2012 with minor adjustments to fit the scale with the scope
of the study. The scale consists of two dimensions, task performance (3 items, α= .88)
and behavioral performance (3 items, α= .91).
4.0 Confirmatory Factor Analysis (CFA)
The confirmatory factor analysis (CFA) was applied to explore our model fitness.
Table 1. Model Fit Indices
Model Fit Indices Values Threshold Values
Chi-Square (χ2) 126.00
Chi-Square/df (χ2/df) 2.00 < 2
Incremental Fit Index 0.93 (IFI) > 0.90
Tucker-Lewis Index 0.90 (TLI) > 0.90
Comparative Fit Index 0.92 (CFI) > 0.90
Root Mean Square Error 0.07 (RMSEA) < 0.08
Significance level (p) < 0.01 < 0.05

Table 1 depict the standardized loadings of all the items on their specified constructs the
Fit indices ‒ Chi-Square (χ²) 126: df: 63, χ2/df = 2.00, IFI = .93, TLI = .90, CFI = .92,
and RMSEA = .07 showed that the hypothesized model has an acceptable fit with the
data.

Table 2. Reliability and convergent validity and discriminant validities
Construct 1 2 3 4 5 5 α CR AVE MSV ASV
WIE 0.71 0.87 0.89 0.64 0.17 0.12
AS 0.38 0.78 0.80 0.82 0.59 0.20 0.15
PS -0.28 -0.39 0.76 0.75 0.77 0.51 0.24 0.16
TI 0.24 0.25 -0.34 0.78 0.88 0.89 0.66 0.18 0.13
EI 0.58 0.67 -0.12 0.42 0.79 0.84 0.85 0.72 0.14 0.10
WP -0.43 -0.51 0.63 -0.29 -0.18 0.87 0.70 0.72 0.55 0.32 0.20
Note: N = 73; Cronbach’s alpha (α), composite reliability (CR) AVE=Average Variance
Extracted;MSV = Maximum Variance Shared; ASV = Average Variance Shared.
Table 2 depicts reliability and convergent validity along with discriminant validities.
Moreover, our developed scales showed acceptable levels of reliability (CR > .70 and
CR > AVE > .50) and internal consistency (α > .70). Furthermore, the scales also
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revealed acceptable levels of discriminant validity and convergent validity, as the square
root values of AVEs for all the variables were greater than their inter-construct
correlations, ASV < MSV, and both ASV and MSV < AVE.

4.1 Hypotheses Testing
Table 3: Regression Results 95% confidence intervals
Paths Coefficient Std. Error p-value
WIAS 2.532 0.105 0.000
Model Summary R = .922(92.2) Std. Error = 1.207
ASWS 3.286 0.124 0.000
AS TI 1.765 0.283 0.000
AS EI 3.291 0.184 0.000
ASWP 2.612 0.163 0.000
Model Summary R = .831(83.1) Std. Error = 1.135
Significance levels: ***p< .001; *p< .05; AS = Abusive Supervision; WS = Workers’ stress; TI= Turnover intention; EI =
Entrepreneurial Intention. WP Workers’ Performance. All individual standardized regression weights are reported.
Table 3 depicts the regression results of the variables, we use two models to test the
hypotheses. In the first model, we obtained a model fitness score (R-value) of 92.2%.
Whereas, in the second model we received an R-value of 83.1% which shows the
goodness of the model. In model-1, we found a positive association between weak
institutional framework (WI) and abusive supervision (AS) as the coefficient value
(2.532), the estimated intercept is 2.532. The association between weak institutional
framework (WI) and abusive supervision (AS) was statistically significant (β = 2.532;
p=0.000). Therefore, we accept Hypothesis H1. Moreover, in model 2, the association
between abusive supervision (AS) and workers’ stress (WS) was statistically significant
(β = 3.286; p=0.000). Therefore, we accept Hypothesis H2. Furthermore, the association
between abusive supervision (AS) and turnover intention (TI) was statistically significant
(β = 1.765; p=0.000). Therefore, we accept hypothesis 3. Moreover, it was found the
association between abusive supervision (AS) and entrepreneurial intention (EI) was
statistically significant (β = 3.291; p=0.000) therefore, we accept hypothesis 4. Lastly,
the association between abusive supervision (AS) and workers' performance (WP) is also
statistically significant (β = 2.612; p=0.000) therefore, we accept hypothesis 5.
Table 4. Pearson Correlation

AS = Abusive Supervision; AS = Abusive Supervision; WS = Workers’ stress; TI= Turnover intention; EI = Entrepreneurial Intention.
WP Workers’ Performance. All individual standardized regression weights are reported.

Table 4 depicts the bivariate correlations analysis, AS has a very strong positive and
statistically significant (p ≤ 0.05) association with WI (r = .832). WS has a strong
positive association with WI (r = .653) and with AS (r = .687). TI has a strong positive
statistically significant correlation with WI (r = .783) and with AS (r = .783) and WS (r
= .861). Furthermore, WP has a statistically strong significant correlation with WI (r
= .753), AS (r = .762), WS (r = .742), and a very strong association with TI (r = .885).

4.1.1 Measurement Model Equations.

WI
AS
WS
TI
WP

WI AS WS TI WP
1
.832** 1
.653** .687** 1
.783** .783** .861** 1
.753** .762** .742** .885** 1

**. Correlation is significant at the 0.01 level (2-tailed). N = 73
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The α and β are the factor loadings, and ϵ represents the error term.
4.1.2 Structural Model Equations.

Where, γWSWP, γTIWP, γEIWP are the structural coefficients, and ηWP represents the
unique variance in Workers’ Performance not explained by the predictor variables.

4.1.3 Correlation Equations.
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The above equations are developed based on the results generated in Table 4 using
SmartPLS 3 and LISREL 10.20.

5.0 Discussion
The current study was novel therefore, we were not able to find supporting studies for all
the results such as weak institutional framework impact on the abusive supervision.
However, we were able to find positive support regarding abusive supervision and stress
(e.g. Burton, Hoobler, & Scheuer, 2012; Mawritz, Folger, & Latham, 2014; Ng, Zhang,
& Chen, 2021; Saleem et al., 2022); Moreover, we find positive support with abusive
supervision and turnover intention (e.g. Özkan, 2022; Ali et al., 2022; Wang et al., 2021).
Additionally, we weren’t able to find any support with abusive supervision and
entrepreneurial intention. Furthermore, we find positive support with abusive supervision
and workers performance (e.g. Hameed et al., 2021; De-Clercq, Jahanzeb, & Fatima,
2021). Furthermore, we hypothesized that abusive supervision positively impacts on
stress levels of the workers, turnover intention, entrepreneurial intention, and workers'
performance. Overall, our hypotheses were supported. The findings of the study revealed
that a weak institutional environment allows the supervisor to use abusive supervision
skills due to the absence of workers' rights protection institutes or due to the non-
applicability of such institutes due to a weak overall institutional environment.
Furthermore, the study found that abusive leadership positively impacts the workers’
stress levels as abusive behavior is positively associated with the emotional factors of the
workers (Shen et al., 2023; Jain, Srivastava, & Cooper, 2023). Additionally, the
association between abusive supervision and workers' stress levels indicates the change
in workers’ intention regarding leaving the job (Wahyono, & Riyanto, 2020; Asdilvira,
Ginting, & Siahaan, 2023). Furthermore, we hypothesized these factors collectively
impact the worker's entrepreneurial intention as they consider starting their work in any
capacity will be better as compared to the toxic environment they are working in.
Moreover, the study results depict the positive impact of abusive supervision on workers’
performance additionally, a previous study (Hameed et al., 2021) conducted in the
Pakistani context also found similar results we further linked our findings with
theoretical foundations that give possible explanations of these associations that workers
may face. Overall, the study contributed significantly to developing an understanding of
the mechanism of a weak institutional environment and its impact on the behavior of the
supervisor and eventually how these factors contribute to the workers’ psychological
factors and their intention to decide on building their work. Based on our findings we can
argue that in the weak institutional environment, one possible explanation for the
emergence of new businesses is the toxic working conditions that force workers to get
freedom and start their work rather than to be in an environment that negatively impacts
their psychological health level.
5.1 Theoretical Contribution
The current study has explored the mechanism between weak institutional framework
and abusive supervision and abusive supervision with workers’ stress levels, turnover
intention, entrepreneurial intention, and performance. These results made several
theoretical contributions. In previous studies no study specifically explored weak
institutional framework impact on supervision secondly no study explored abusive
supervision with entrepreneurial intention within the scope of workers. Moreover,
research on entrepreneurial intention (e.g. Liñán, Rodríguez-Cohard, & Rueda-Cantuche,
2011; Barba-Sánchez, Mitre-Aranda, & del Brío-González, 2022; Neneh, 2022).
Primarily focused on education, students, individuals, social support, self-efficacy, etc.
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The previous studies focused on different individual and social factors that contribute to
entrepreneurial intention. However, in the current study, we highlighted psychological
factors that develop entrepreneurial intentions among workers with limited education.
Secondly, we strengthen previous studies in terms of abusive supervision impact on
workers' stress (Rahman, 2023; Tariq et al., 2023), turnover intention (Yang, & Xu, 2023;
Samam, 2023), and workers' performance (Iqbal, & Khan, 2023; Thomaston, 2023).
Overall, this study has contributed a new body of knowledge towards the theoretical
development as well as strengthened the existing theoretical framework. Moreover, the
work has also contributed to the identification of current gaps that exist that primarily
focus on managerial and individualist perspectives in understanding entrepreneurial
perspectives.
5.2 Practical Implications
The finding of the study highlighted the positive side of abusive supervision with bright
implications in society. The weak institutions framework does not facilitate business in
terms of growth and functionality however, this weak institutions framework indirectly
creates opportunities for workers to develop their businesses. Furthermore, the study
highlights the importance of entrepreneurial intention. Furthermore, the study also gives
an understanding to the supervisors in managing the workforce in a weak institutional
environment and in conditions where workers do not perform their duties faithfully. The
overall results of the study contribute to the management of the textile mills in
developing countries with a specific focus on workers’ health.

References

1. Akram, Z., Ahmad, S., Akram, U., Asghar, M., & Jiang, T. (2022). Is abusive
supervision always harmful toward creativity? Managing workplace stressors by
promoting distributive and procedural justice. International Journal of Conflict
Management, 33(3), 385-407.

2. Ali, S., Yongjian, P., Shahzad, F., Hussain, I., Zhang, D., Fareed, Z., ... & Wang, C.
(2022). Abusive supervision and turnover intentions: a mediation-moderation
perspective. Sustainability, 14(17), 10626.

3. Ambrose, M. L., & Ganegoda, D. B. (2020). Abusive according to whom?
Manager and subordinate perceptions of abusive supervision and supervisors'
performance. Journal of Organizational Behavior, 41(8), 737-756.

4. Asdilvira, B., Ginting, P., & Siahaan, E. (2023). The Influence of Job Insecurity and Job
Stress on Quitting Intentions, with Early Retirement as a Moderating
Variable. International Journal of Science, Technology & Management, 4(1), 54-60.

5. Barba-Sánchez, V., Mitre-Aranda, M., & del Brío-González, J. (2022). The
entrepreneurial intention of university students: An environmental perspective. European
Research on Management and Business Economics, 28(2), 100184.

6. Bies, R. J., Tripp, T. M., & Shapiro, D. L. (2016). Abusive leaders or master
motivators?“Abusive” is in the eye of the beholder. In Understanding the High
Performance Workplace (pp. 270-294). Routledge.

7. Burton, J. P., Hoobler, J. M., & Scheuer, M. L. (2012). Supervisor workplace stress and
abusive supervision: The buffering effect of exercise. Journal of Business and
Psychology, 27, 271-279.

http://www.thedssr.com


Dialogue Social Science Review (DSSR)
www.thedssr.com

ISSN Online: 3007-3154
ISSN Print: 3007-3146
Vol. 3 No. 06 (June) (2025)

12

8. Carayon, P., Schoepke, J., Hoonakker, P. L. T., Haims, M. C., & Brunette, M.
(2006). Evaluating causes and consequences of turnover intention among IT
workers: The development of a questionnaire survey. Behaviour & Information
Technology, 25(5), 381-397.

9. Chen, Z. X., & Wang, H. Y. (2017). Abusive supervision and employees' job
performance: A multiple mediation model. Social Behavior and Personality: an
international journal, 45(5), 845-858.

10. Cohen, S., Kamarck, T., & Mermelstein, R. (1983). A global measure of perceived stress.
Journal of Health and Social Behavior, 24(4), 385-396.

11. De Clercq, D., Jahanzeb, S., & Fatima, T. (2021). How abusive supervision ultimately
might enhance performance ratings among silent, neurotic employees. Personnel
Review, 50(5), 1297-1315.

12. deBruijn, A. L. (2021). Organizational Factors and Workplace Deviance:
Influences of Abusive Supervision, Dysfunctional Employees, and Toxic Work
Environments. Cambridge law handbooks.

13. European Commission (2006). The Oslo Agenda for Entrepreneurship Education
in Europe. Retrieved January 13, 2024, from
http://ec.europa.eu/enterprise/entrepreneurship/support_measures/training_educat
ion/doc/oslo_agenda_final.pdf

14. Gil-Barragan, J. M., Belso-Martínez, J. A., & Mas-Verdú, F. (2020). When do
domestic networks cause accelerated internationalization under different
decision-making logic? Evidence from weak institutional environment. European
Business Review, 32(2), 227-256.

15. Haar, J. M., de Fluiter, A., & Brougham, D. (2016). Abusive supervision and
turnover intentions: The mediating role of perceived organisational
support. Journal of Management & Organization, 22(2), 139-153.

16. Halaszovich, T. F. (2020). When foreignness becomes a liability: the effects of
flawed institutional environments on foreign versus domestic firm performance in
emerging markets. European Journal of International Management, 14(1), 118-
143.

17. Hameed, F., Shaheen, S., Ahmad, B., Anwar, M. M., & Ahmad-ur-Rehman, M. (2021).
When abusive supervision leads to good performance: an exploration of the bright side
of abusive supervision. Policing: An International Journal, 44(6), 1123-1139.

18. Hussain, K., Abbas, Z., Gulzar, S., Jibril, A. B., & Hussain, A. (2020). Examining
the impact of abusive supervision on employees’ psychological wellbeing and
turnover intention: The mediating role of intrinsic motivation. Cogent Business &
Management, 7(1), 1818998.

19. Iqbal, S., & Khan, M. S. (2023). Abusive Supervision, Job Performance, and Creativity:
Role of Creative Self-efficacy in Public Sector Organizations. Journal of Tourism,
Hospitality, and Services Industries Research (JTHS), 3(01), 68-86.

20. Jain, A. K., Srivastava, S., & Cooper, C. (2023). A study on the relationship of abusive
supervision and fear based silence in India the mediating role of dimensions of emotional
intelligence. Current Psychology, 42(7), 5543-5558.

http://ec.europa.eu/enterprise/entrepreneurship/support_measures/training_education/doc/oslo_agenda_final.pdf
http://ec.europa.eu/enterprise/entrepreneurship/support_measures/training_education/doc/oslo_agenda_final.pdf
http://www.thedssr.com


Dialogue Social Science Review (DSSR)
www.thedssr.com

ISSN Online: 3007-3154
ISSN Print: 3007-3146
Vol. 3 No. 06 (June) (2025)

13

21. Koopmans, L., Bernaards, C., Hildebrandt, V., Van Buuren, S., Van der Beek, A.
J., & De Vet, H. C. (2012). Development of an individual work performance
questionnaire. International journal of productivity and performance
management, 62(1), 6-28.

22. Liñán, F. (2005). Development and validation of an Entrepreneurial Intention
Questionnaire (EIQ). In 15th Internationalizing Entrepreneurship Education and
Training Conference (2005), p 1-14.

23. Liñán, F., Rodríguez-Cohard, J. C., & Rueda-Cantuche, J. M. (2011). Factors affecting
entrepreneurial intention levels: a role for education. International entrepreneurship and
management Journal, 7, 195-218.

24. Liu, S., Zhu, Q., & Wei, F. (2019). How abusive supervision affects employees’
unethical behaviors: A moderated mediation examination of turnover intentions
and caring climate. International journal of environmental research and public
health, 16(21), 4187.

25. Martins, F. S., Santos, E. B. A., & Silveira, A. (2019). Entrepreneurial intention:
Categorization, classification of constructs and proposition of a model. BBR.
Brazilian Business Review, 16, 46-62.

26. Mawritz, M. B., Folger, R., & Latham, G. P. (2014). Supervisors' exceedingly difficult
goals and abusive supervision: The mediating effects of hindrance stress, anger, and
anxiety. Journal of Organizational Behavior, 35(3), 358-372.

27. Moriano, J. A., Gorgievski, M., Laguna, M., Stephan, U., & Zarafshani, K.
(2012). A cross-cultural approach to understanding entrepreneurial
intention. Journal of career development, 39(2), 162-185.

28. Neneh, B. N. (2022). Entrepreneurial passion and entrepreneurial intention: the role of
social support and entrepreneurial self-efficacy. Studies in Higher Education, 47(3), 587-
603.

29. Ng, B. C. S., Zhang, X., & Chen, Z. X. G. (2021). A stress perspective on antecedents of
abusive supervision: Blaming the organisation when exhausted supervisors
abuse. Journal of Management & Organization, 27(2), 361-381.

30. Oliveira, L. B., & Najnudel, P. S. (2022). The influence of abusive supervision on
employee engagement, stress and turnover intention. Revista de Gestão, 30(1),
78-91.

31. Özkan, A. H. (2022). Abusive supervision climate and turnover intention: Is it my
coworkers or my supervisor ostracizing me?. Journal of Nursing Management, 30(6),
1462-1469.

32. Rahman, M. M. (2023). The interplay of abusive supervision and coworker incivility on
the turnover intention of frontliners: a mediation effect of work stress. Asia-Pacific
Journal of Business Administration.

33. Ronen, S., & Donia, M. B. (2020). Stifling my fire: The impact of abusive
supervision on employees’ motivation and ensuing outcomes at work. Revista de
Psicología del Trabajo y de las Organizaciones, 36(3), 205-214.

34. Ronen, S., & Donia, M. B. L. (2020). Stifling my fire: The impact of abusive supervision
on employees’ motivation and ensuing outcomes at work. Journal of Work and
Organizational Psychology, 36(3), 205–214.

http://www.thedssr.com


Dialogue Social Science Review (DSSR)
www.thedssr.com

ISSN Online: 3007-3154
ISSN Print: 3007-3146
Vol. 3 No. 06 (June) (2025)

14

35. Ryan, R. M., & Deci, E. L. (2000). Self-determination theory and the facilitation
of intrinsic motivation, social development, and well-being. American
psychologist, 55(1), 68.

36. Saleem, S., Sajid, M., Arshad, M., Raziq, M. M., & Shaheen, S. (2022). Work stress, ego
depletion, gender and abusive supervision: A self-Regulatory perspective. The Service
Industries Journal, 1-21.

37. Salimath, M. S., & Cullen, J. B. (2010). Formal and informal institutional effects
on entrepreneurship: a synthesis of nation‐level research. International Journal of
Organizational Analysis, 18(3), 358-385.

38. Samam, S. (2023). Impacts of Leadership Styles, Such as Autocratic, Laissez-Faire,
Abusive Supervision, on Job Satisfaction and Turnover Intention (Doctoral dissertation).

39. Samian, Riantoputra, C. D., & Budihardjo, A. (2021). Why employees endorse
abusive leaders: the role of trust. Human Resource Development
International, 24(2), 133-150.

40. Selem, K. M., Boğan, E., Shehata, A. E., & Mohamed, H. A. (2023). A
moderated-mediation analysis of abusive supervision, fear of negative evaluation
and psychological distress among Egyptian hotel employees. Current
Psychology, 42(4), 3395-3410.

41. Seo, Y., & Chung, S. W. (2019). Abusive supervision, psychological capital, and
turnover intention: Evidence from factory workers in China. Relations
Industrielles/Industrial Relations, 74(2), 377-404.

42. Shen, W., Evans, R., Liang, L. H., & Brown, D. J. (2023). Bad, mad, or glad? Exploring
the relationship between leaders' appraisals or attributions of their use of abusive
supervision and emotional reactions. Applied Psychology, 72(2), 647-673.

43. Tariq, H., Almashayekhi, A., Ali, A., Burhan, M., & Butt, H. P. (2023). All stressors are
not bad: an affect-based model of role overload–the supervisor-level antecedent of
abusive supervision. International Journal of Conflict Management, 34(3), 545-569.

44. Tepper, B. J. (2000). Consequences of abusive supervision. Academy of
management journal, 43(2), 178-190.

45. Tepper, B. J., Duffy, M. K., Henle, C. A., & Lambert, L. S. (2006). Procedural
injustice, victim precipitation, and abusive supervision. Personnel
psychology, 59(1), 101-123.

46. Tepper, B. J., Henle, C. A., Lambert, L. S., Giacalone, R. A., & Duffy, M. K.
(2008). Abusive supervision and subordinates' organization deviance. Journal of
applied psychology, 93(4), 721.

47. Tepper, B. J., Moss, S. E., Lockhart, D. E., & Carr, J. C. (2007). Abusive
supervision, upward maintenance communication, and subordinates'
psychological distress. Academy of management Journal, 50(5), 1169-1180.

48. Tepper, B. J., Simon, L., & Park, H. M. (2017). Abusive supervision. Annual
Review of Organizational Psychology and Organizational Behavior, 4, 123-152.

49. Thomaston, S. (2023). Impact of Abusive Supervision on Employee Morale and Job
Performance in the Medical Sector (Doctoral dissertation, Northcentral University).

http://www.thedssr.com


Dialogue Social Science Review (DSSR)
www.thedssr.com

ISSN Online: 3007-3154
ISSN Print: 3007-3146
Vol. 3 No. 06 (June) (2025)

15

50. Ünal, A. F., Warren, D. E., & Chen, C. C. (2012). The normative foundations of
unethical supervision in organizations. Journal of Business Ethics, 107, 5-19.

51. Wahyono, I., & Riyanto, S. (2020). Effect of organizational commitment, job stress, and
job satisfaction on turnover intention. International Journal for Innovation Education
and Research, 8(10), 286-316.

52. Walter, F., Lam, C. K., Van Der Vegt, G. S., Huang, X., & Miao, Q. (2015).
Abusive supervision and subordinate performance: Instrumentality considerations
in the emergence and consequences of abusive supervision. Journal of Applied
Psychology, 100(4), 1056.

53. Wang, Z., Du, J., Yu, M., Meng, H., & Wu, J. (2021). Abusive supervision and
newcomers’ turnover intention: a perceived workplace ostracism perspective. The
Journal of General Psychology, 148(4), 398-413.

54. Wilson, K. E., Vyakarnam, S., Volkmann, C., Mariotti, S., & Rabuzzi, D. (2009,
April). Educating the next wave of entrepreneurs: Unlocking entrepreneurial
capabilities to meet the global challenges of the 21st century. In World Economic
Forum: A Report of the Global Education Initiative.

55. World Economic Forum (2009). Educating the next wave of entrepreneurs:
Unlocking entrepreneurial capabilities to meet the global challenges of the 21st
century. Geneva, Switzerland: World Economic Forum.

56. Yang, W., & Xu, S. (2023). Should We Be More Mindful? The Joint Impact of an
Abusive Work Environment and Mindfulness on Employee Well-Being and Turnover
Intentions. Journal of Hospitality & Tourism Research, 10963480231156832.

57. Yusoff, M. S. B., Arifin, W. N., & Hadie, S. N. H. (2021). ABC of Questionnaire
Development and Validation for Survey Research. Education in Medicine
Journal, 13(1).

58. Zellars, K. L., Tepper, B. J., & Duffy, M. K. (2002). Abusive supervision and
subordinates' organizational citizenship behavior. Journal of applied
psychology, 87(6), 1068.

59. Zhao, H., Peng, Z., Han, Y., Sheard, G., & Hudson, A. (2013). Psychological
mechanism linking abusive supervision and compulsory citizenship behavior: A
moderated mediation study. The Journal of psychology, 147(2), 177-195.

http://www.thedssr.com

	Dr. Sheraz Ahmed

