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MANAGEMENT | RESEARCH ARTICLE

Examining the mediating-moderating role of 
psychological contract breach and abusive 
supervision on employee well-being in banking 
sector
Saba Gulzar1*, Nadia Ayub2 and Zuhair Abbas3

Abstract:  Previous research rarely examined the antecedents of employee well- 
being with the interactive effect of abusive supervision and mediating impact of 
psychological contract breach especially in the developing country context. Drawing 
upon the social exchange theory, this study attempts to bridge a research gap by 
investigating work engagement, work–life balance, and turnover intention with 
employee well-being directly and through the moderating and mediation effects of 
abusive supervision and psychological contract breach. To validate these relation-
ships, 208 employees who are working in banks of Pakistan were investigated, 
through a survey-based questionnaire. The Smart PLS 3.0 was employed to measure 
the association and test the hypotheses in which structural equation modelling 
played a role in checking the relationships among variables. The results demon-
strate that work engagement, work–life balance, and turnover intention directly 
affect employee well-being. This study also found that psychological contract 
breach has a partial mediation effect between work engagement, work–life balance, 
turnover intention, and abusive supervision with employee well-being. Additionally, 
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this study shows that abusive supervision has a moderating impact between psy-
chological contract breach and employee well-being. This study contributes to the 
literature and body of knowledge in human resource management and organiza-
tional behaviour. This study helps to better understanding employee well-being at 
micro-level in a service sector especially in developing country context (Pakistan). 
Finally, this study helps managers to express their feedback, suggestions, and 
interaction with employees.

Subjects: Sociology & Social Policy; Business, Management and Accounting; Industry & 
Industrial Studies  

Keywords: Psychological contract; psychological contract breach; work engagement; work 
life balance; turnover intention; abusive supervision; employee wellbeing

1. Introduction
Work engagement, work–life balance and turnover intention are three important factors to assess 
employee well-being via mediation mechanism of psychological contract breach and moderating 
effect of abusive supervision have paid rare attention by previous scholars. Despite the importance 
of above factors in the developing country context especially power distance culture in the 
Pakistan. To the knowledge of the authors, no studies have examined the link between work 
engagement, work–life balance and turnover through mediated-moderated model of psychologi-
cal contract breach and abusive supervision with employee well-being in one study. In this way, 
this study contributes to body of knowledge.

Companies and management worldwide have been in predicament because they overlooked the 
contents of their employees’ psychological contract. It is important to consider employees’ psycho-
logical contract to maintain an effective relationship among employees and employers (Asantiel, 
2017). In recent years, the psychological contract has emerged as a widely researched concept to 
better understand employees’ and employers’ expectations worldwide (AL-Abrrow et al., 2019). 
Similarly, psychological contract, which has been carried out since the 1960s till date, and which is 
generally explained from the employee perspective in the studies conducted after the 1980s, can be 
defined as the perception of the employees about the fulfilment of the obligations of the employer 
towards them (Ahmed et al., 2016). In modern organizational life, the employer’s obligations arising 
from the employees’ employment relationship are not fulfilled. In other words, the perception that 
the psychological contract has been violated is a fact that severely restricts the employee’s contribu-
tion to the organization. According to Tayyab and Tariq (2001), the culture is unable to motivate 
employees and encourage them in Pakistani society. Employer’s attitude sometimes damages the 
employee’s values and behaviour, and they get disconnected from their work.

In another study (Rousseau, 2011; Alnoor, et al., 2019), researchers have identified that Pakistan 
has a big pool of unskilled and skilled, professional, or non-professional workers and has a different 
mindset and expects employers accordingly. Their relationship with the employer reflects their 
breached psychological contract that affects their performance level. In this study, researcher (AL- 
Abrrow et al. 2019) focuses on the relationship among psychological contract breach, turnover 
intention, and work engagement in the banking sector of Pakistan (Malik, S. Z., & Khalid, N. 2016). 
This competitiveness and sustainability of workers, specifically in service-based organizations, 
attracted scholars to develop the psychological contract of employees (Hussain et al., 2020).

More importantly, the banking sector is facing problems in managing employees effectively in 
developing country context (Malik, S. Z., & Khalid, N., 2016). To achieve the organizational objec-
tives, a skilled and performance-oriented workforce is the primary concern of each organization. 
Employees’ skills are the top priority of employers because they have to produce the results. 
A perfect job fit employee can increase work accuracy and ultimately affect organizational 
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performance in an effective manner (Chen Guo, 2016). As employees’ skills and behavior go side by 
side, it is imperative to have a well-behaved workforce in the organization. If a person is skilled and 
possess positive attitude and behaviour they add value in their performance (Sharkawi et al., 
2013). A pilot study was conducted on the four executives of four different commercial banks. 
They were asked to validate the problems employers face to manage their employees concerning 
their skills and job performance.

According to Hofstede (1980), Pakistan is a high-power distance society, in contrast to western 
countries, where the vast majority of abusive supervision research is concentrated. If we compare 
Pakistan to the Western world, such as the United States and the European Union, where power 
distance is minimal, the results will undoubtedly show a significant difference because abusive 
supervision is less destructive in Pakistani organizations because people are more likely to under-
estimate abusive supervision and pay less attention to how they are treated (Peltokorpi, 2019). In 
terms of the mediator, our proposed model is noticeably different. The primary goal of this study is to 
investigate the moderating impact of abusive supervision in the context of the mediating variable 
Psychological contract, as well as to assess effects on employee well-being. To determine the costs 
borne by employees and to comprehend this concept, which still lacks research in Pakistani organiza-
tions. In Pakistan’s banking sector, the psychological contract between employee and employer is not 
explicit, which eventually affects employee performance. In Pakistan’s banking sector, with respect to 
employees’ psychological contract formation, it is evident that they are unable to meet the employ-
er’s expectations, and ultimately, they show poor performance.

This study addresses several research gaps. Firstly, it has been suggested to explore the ante-
cedents of employee well-being especially in service sector (Pradhan et al., 2019). In this way, our 
study responds to aforementioned call to explore antecedents of employee well-being in banking 
sector of Pakistan. Despite the multiple calls for research to assess the impact of psychological 
contract breach as a mediation and abusive supervision as a moderator (Ampofo, 2021; Wei & Si, 
2013; Lv & Xu, 2018). For this reason, this study considered psychological contract breach and abusive 
supervision as an important at the workplace and they affect employee performance along with their 
well-being, which is crucial for accomplish business excellence in banks. Finally, to date there is lack of 
research on this emerging phenomenon especially in developing country context (Pakistan). Also, this 
study contributes to contextual gap by conducting research in Pakistan.

In this regard, the most highlighted problems by the executives related to their skills, job perfor-
mance and behaviour were work ethics, unionized staff, value behaviour, integrity, flexibility, adapt-
ability, inclusiveness, uncomfortable in working with female bosses, lacking punctuality, oral and 
written communication, self-confidence, patience, work–life balance and lacking in professionalism. 
It also involves factors such as loyalty, perception, politics, grooming, and commitment. The indivi-
duals who are referred to as generation Y or millennial may hinder the growth of each other because 
of a different mindset, conflicting status, lack of effort or self-insecurities. These are the reasons why 
employers need to establish a psychological contract and revise it with the passage of time to 
address the aforementioned issues, which will be the focus of this study. However, the studies 
exploring the issue of psychological contact breach as well as abusive supervision are generally 
lacking, and the context of Pakistan is particularly underexplored. Hence, the topic is quite relevant 
with considerable interest to carry out the present study and fulfil the prevailing research gap.

2. Theory and hypothesis

2.1. Social exchange theory
In social exchange theory, the explanatory framework helps to understand the employees’ nega-
tive perception about the different event, situation, while they interact with their bosses, in result 
psychological contract may breached. As per this theory, people connected and engaged with each 
other and were motivated to stay together as they received inducement in return from other 
parties (Blau, 1968; Gouldner, 1960). In case employees perceived that their employer is not 
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reciprocating their contributions, they showed anger, disrespect, and got frustrated. Moreover, 
employees reinstated their performance and behavior and ultimately exhibit job dissatisfaction 
and lower their commitment. Few researchers Cook et al. (2013) concluded that social exchanges 
are most essential and play their contribution to the psychological contract.

If employees or employers don’t receive anything in return, their relationship, with each other, 
can be affected. It is essential to create positives and heartier relations by meeting mutual 
expectations. As a result employees are less willing to leave the organization and increase in job 
satisfaction and commitment to their employment relationships. Understanding the behaviour of 
subordinates at work, social exchange theory sends convincing conceptual patterns (Cropanzano & 
Mitchell, 2005). Furthermore, according to social exchange theory, substantial imputation occurs 
on employee behaviour as a result of the exchange of diverse relationships, which ultimately 
affects the organization’s performance (Jiwen Song et al., 2009). As per this theory’s philosophies 
(Tepper et al., 2009), it discusses harmful behaviour or uncomfortable responses by subordinates 
prompted by superiors’ aggressive behaviour due to the rule of equality, which is considered one of 
the most essential mortars of this proposition (Gouldner, 1960; Harris et al., 2007).

2.1.1. The link between work engagement and psychological contract breach 
According to Kahn (1990)’s empirical approach, the emotional and psychological state of 
employees has a noticeable effect on their role performance. He quoted himself as “People 
can use varying forms of their self, physiologically, intellectually, and mentally, in their work 
roles. performance” to support his claim. The above-mentioned quote supports the idea of 
a relationship between the employee engagement construct and the psychological contracts (Li 
et al., 2020). These two constructs i.e. employee engagement (EE) and psychological contracts 
(PC) are observed because these two constructs can actually help forecast the organization’s 
outcome, financial stability, and employees’ behavior. The connection between the employee 
and the employer impacts the economical and the behavioral well-being of the organization 
(Karatepe et al., 2020). If the organization’s financial health is affected by EE, then the already 
demotivated employees ward off work, surrender emotionally and cognitively, work half- 
heartedly, and show weak role performance (Ishtiaq, M & Zeb, M., 2020). If the employer 
fails to provide what was promised to the employee when hiring, they start cheating and 
looking for better options. This can be quite devastating for the organization if not given much 
attention. The employers need to know what the basic needs of their employees are. How an 
employee behaves and works at his workplace is dependent on how satiated he is psycholo-
gically (Sandhya & Sulphey, 2020).

H1 = Work engagement is positively associated with psychological contract breach

2.1.2. The link between work–life balance and psychological contract breach 
As per the conservation of resources theory, the employees take care of their values resources by 
causing conditions, energies, personal characteristics, and objects (Kaya, B., & Karatepe, O. M., 
2020). This theory further states that the employees’ values resources can be lost if they are facing 
stress due to their workplace (Hobfoll, 2001). This stressful situation then gradually leads to bad 
outcomes and bad employee performance (Álvarez-Pérez et al., 2020). The organization’s incap-
ability in providing what was promised through psychological contract leads to its failure to make 
the most of the valued resources its employees possess. Then as a consequence, the employees 
again face negative results through an endangered job. When an employee feels that he has been 
cheated in the work–life balance, he starts showing traits of giving up and caring less; the traits 
involve showing late at work, taking longer lunch hours, and signing off as soon as possible (Coyle- 
Shapiro et al., 2019).

H2 = Work life balance is positively associated with psychological contract breach
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2.1.3. The link between turnover intention and psychological contract breach 
The study of Feldman and Tumley (2000) claims to observe a direct relationship between the 
breach of psychological contract and turnover intention Chiu et al. (2020). It is said that this 
breach results in employees’ EVLN i.e., Exit, Voice, Loyalty, and Neglect in study of Wei Feng 
(2004) and Haque (2020). Psychological Contract has been divided into Rousseau’s two types; 
the first one is Relational Psychological Contract, and the other being Transactional 
Psychological Contract. The Relational Psychological Contract is an emotional exchange 
between the two concerned parties i.e. employee willing to be a loyal and long-term 
employee and adjust ensure job security. On the other hand, Transactional Psychological 
Contract goes with its name; an economic exchange between the two concerned parties i.e. 
training of employee, overtime, appreciation, and taking extra work for remuneration in the 
future (Moquin et al., 2019). If there is a breach in either of the contracts as mentioned 
earlier, the employee loses emotional and economic resources; then, it becomes necessary 
for him to recover this loss through some other window, as put forth by the conservation of 
resources theory (Gordon, S., 2020). Furthermore, if this loss is huge in magnitude, it also 
causes the staff to portray withdrawal (Wang et al., 2017). This claim, however, indicates an 
indirect relationship between turnover intention and psychological contract.

H3 = Turnover intention is positively associated with psychological contract breach

2.1.4. The mediating effect of psychological contract breach on employee well-being 
In general prior work in relation to Psychological contract breach and employee well-being had 
takes no consideration of the researchers and not explored in detail. The observations also agree 
with the results reported by Zhao et al. (2007) one substantial meta-analysis on 22 studies related 
on breach with other constructs but none with employee well-being (Zhao et al., 2007). A review of 
study undertaken looking at well-being by Cassar and Buttigieg (2015), in that study he found that 
psychological contract breach negatively effect on employee well-being at the workplace due to 
not fulfilment of the contract from their bosses.

On the other hand Zagenczyk et al. (2009) noted that the detrimental effect of psychological 
violation of contract on perceived organizational support has been minimized by advisors, 
encouraging managers and mentors. Additionally, Bono et al. (2007) predicted that interactions 
among employees and their supervisors had an influence on psychological breach of contract and 
employee well-being. Psychological breach of contract is seen to be effective determinant of 
organizational performance (Zhao et al., 2007)

Nevertheless, little has been published on employee well-being, and psychological contract 
as an integral important relationship and determinant of the most imperative individual and 
organization performance (Vaart et al., 2013; Guest et al., 2010). 

H4. Psychological contract breach will be positively associated with employee well-being

H5. Psychological contract breach will mediate the relationship between work engagement and 
employee well-being

H6. Psychological contract breach will mediate the relationship between work–life balance and 
employee well-being

H7. Psychological contract breach will mediate the relationship between turnover intention and 
employee well-being
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2.1.5. The moderating role of abusive supervision 
The exploitation of employees by their reporting officer is abusive supervision in which they are not 
given the due respect and treated wrongly (Wei & Si, 2013) through non-physical behavior (Tepper, 
2000). Interestingly, it is said that abusive supervision is a product of unjust attributes of the 
organization faced by the supervisor (Haque, 2020); those who are victims of organizational 
injustice become abusive supervisors (Mahmood et al., 2020). As mentioned above, this breach 
of psychological contracts results in stressed employees having lesser loyalty and dedication 
towards the organization (Wei & Si, 2013). It is observed that the abusive supervision is not 
reported much to the HR because the subordinates fear for their future in the organization if the 
relation between them and their supervisors gets heated up (Xu, Loi, and Lam, 2015). 
Consequently, the subordinates start reflecting this distress through their role performance such 
as getting demotivated not much later after joining the organization (Qian, song, & Wang, 2017). 
Similarly, Abid and Abid (2017) emphasized how much sound leadership skill set by the supervisor 

Work 
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Figure 1. Conceptual 
Framework.

Figure 2. Graphical model 
extracted from SmartPLS 3.0.
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is important for subordinates. The subordinates usually keep analyzing their reporting officer’s 
behavior, which results in the levels of dedication and commitment towards the organization. 
There have been various studies on the negative products of abusive supervision in an organization 
such as emotionally disturbed employees to even those who are physically affected (Aryee et al., 
2007; Ashfort, 1997; Tepper, 2000; Tepper et al., 2007; Tepper et al., 2007; Wei & Si, 2013) also 
claim that this emotional exploitation of subordinates affects them much negatively and conse-
quently affect the well-being of the organization as a whole. Therefore, the Transactional 
Psychological Contract is said to be indirectly related to the silence of subordinates, and the 
abusive supervision is said to debilitate this relation 

H8. Abusive supervision moderates the relationship between Psychological contract breach and 
employee well-being

2.1.6. Conceptual framework 
The graphical structural model depicts proposed constructs’ proposed relationship, as shown in 
Figure 1 and 2.

3. Method

3.1. Participants and procedure
A quantitative approach posited by Creswell and Creswell (2017) has been deployed to examine 
the behavior and attitudes of the sample size under observation. A survey technique has been 
utilized because it is appropriate for obtaining quantitative data to examine the relationship 
between variables (Saunders et al., 2009).

The ten major banks participated in this study. These banks were situated in the province of 
Sindh, Pakistan. A survey was administered to the full-time employees currently working in public 

Table 1. Demographic profile of respondents (n = 208)
Demography Frequency Percentage (%)
Gender Male 119 56.6%

Female 89 43.4

Age 24–30 20 19.51

31–35 55 26.8

36–40 76 37.07

41–45 54 26.3

Educational level Undergraduates 55 26.8

Graduates 77 37.56

MPhil/Ph. D 40 19.51

Others 33 16.09

Work experience 3–4 53 25.8

5–10 78 38.0

11–15 45 21.9

15+ 29 14.1

Position level Assistants 78 38.0

Assistant managers 100 48.7

Managers 27 13.1

Total (respondents) 208 100
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Table 2. Items and construct validity and reliability
Construct 
and items

Factor 
loadings 

(>0.5)

VIF Cronbach 
α

rho_A Composite 
reliability 

(>0.7)

AVE 
(>0.5)

Work 
engagement 
(WE)

0.879 0.898 0.907 0.586

WE3 0.797 2.171

WE4 0.645 1.836

WE5 0.717 1.988

WE6 0.890 3.325

WE7 0.863 3.146

WE8 0.579 1.398

WE9 0.816 2.434

Work life 
balance 
(WLB)

0.840 0.887 0.884 0.605

WLB1 0.748 1.821

WLB2 0.846 2.506

WLB4 0.707 1.922

WLB5 0.811 2.699

WLB6 0.768 2.348

Turnover 
intention 
(TOI)

0.932 0.951 0.937 0.750

TOI1 0.906 4.433

TOI2 0.831 4.132

TOI3 0.747 2.835

TOI4 0.913 3.344

TOI5 0.922 2.923

Psychological 
contract 
breach (PCB)

0.832 0.838 0.875 0.502

PCB1 0.659 1.493

PCB2 0.623 1.842

PCB4 0.610 1.289

PCB5 0.731 2.048

PCB6 0.771 2.324

PCB7 0.798 1.997

PCB8 0.746 2.278

Abusive 
supervision 
(AS)

0.883 0.886 0.909 0.590

AS1 0.736 1.988

AS2 0.726 1.964

AS3 0.810 3.112

AS4 0.773 2.905

AS5 0.758 2.002

AS6 0.826 2.551

AS7 0.740 2.064

(Continued)
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and private sector banks through soft- and hard-copy-based questionnaires. Both probability and 
non-probability sampling techniques were utilized for this purpose. The unit of analysis (i.e., 10 
private and public sector banks) were determined using a non-probabilistic sampling approach. 
The criteria for adopting this approach included: ease of access to the respondents, geographical 
distance, cost-effectiveness, etc. (Etikan et al., 2016). A hard copy of the survey form was used to 
obtain data from the respondents. Moreover, a soft copy of the survey was administered to those 
respondents who were not willing to answer the questions in a physical format. A total of 400 
survey forms were distributed (i.e. both hard and soft copies) among the employees in banks, and 
only 208 responses (52%) were returned to be useable for further analysis.

According to Table 1, the majority of respondents were male (56.6%), while 43.4% were females. 
As far as the respondents’ ages between 24 and 45. The 19% of the respondents were aged 
between 24 and 30 years old, while 26% aged between 41 and 45 years. Moreover, when taking 
the respondents’ qualification into consideration. On the basis of education, 37% were graduate 
degree holders, 19% were Master’s degree holders. With regard to their experience, it was found 

Construct 
and items

Factor 
loadings 

(>0.5)

VIF Cronbach 
α

rho_A Composite 
reliability 

(>0.7)

AVE 
(>0.5)

Employee 
well-being 
(EWB)

0.737 0.795 0.833 0.562

EWB2 0.792 1.701

EWB3 0.883 2.081

EWB6 0.531 1.302

EWB7 0.747 1.374

Note(s): WE1, WE2, WLB3, PCB3, EWB1, EWB4 AND EWB5 were excluded due to low loadings. Sources: Authors’ 
Estimations from SmartPLS 3.0 

Table 3. Heterotrait–Monotrait Ratio (HTMT) discriminant validity
AS EWB Moderating 

effect 1
PCB TOI WE WLB

Abusive 
supervision 
(AS)

Employee well- 
being (EWB)

0.776

Moderating 
effect 1

0.264 0.292

Psychological 
contract 
breach (PCB)

0.203 0.363 0.135

Turnover 
intention (TOI)

0.535 0.395 0.213 0.238

Work 
engagement 
(WE)

0.179 0.166 0.060 0.652 0.163

Work life 
balance (WLB)

0.739 0.772 0.335 0.354 0.348 0.355

n= 208.  Sources: Authorsv Estimations from SmartPLS 3.0 
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that 38% held 5–10 years of experience and 14% held more than 15 years of experience, and as 
far as job designation is concerned, 48% held Assistant Manager positions and 13% were on 
Managerial Level.

3.2. Measurement scale
All measures used a 5-point Likert scale (1 = Strongly Disagree and 5 = Strongly Agree). The 
current study used measures from similar studies and the instruments for the under- 
observation variables (see Table 2). Work Engagement was adopted from (Schaufeli & 
Salanova, 2011), nine items were measured (e.g “At my work, I feel bursting with energy”). 
Work Life Balance (WLB) was taken from Hayman (2005), six items were measured (e.g “The 
demands of my family or spouse/ partner interfere with work-related activities”). Turnover 
intention was adapted from Jung and Yoon (2013) to measure turnover intention. A sample 
item includes, “I am currently seriously considering leaving my current job to work at another 
company”. Psychological Contract Breach (PCB) was adopted from (Coyle-Shapiro, J., Kessler, 
I., 2000) eight items were measured (e.g “Fair pay in comparison to employees doing similar 
work in other organizations”). Abusive supervision was assessed using Tepper’s (2000) seven 
item measured (e.g., “My boss reminds me of my past mistakes and failures”). Employee well- 
being (EWB) was assessed through 7-item scale from the multidimensional scale adopted 
through review of literature (Zheng et al. (2015).

Table 4. R2  and Q2  of endogenous constructs
Predictor 
construct

Target construct R2 Predictive 
accuracy

Q2

Work engagement, 
work–life balance, 
Turnover intention 
Abusive supervision

Psychological 
Contract Breach

0.463 Large 0.269

Work engagement, 
work–life balance, 
Turnover intention 
Abusive supervision 
Psychological 
contract breach.

Employee Well- 
being

0.536 Large 0.212

Sources: Authors’ Estimations from SmartPLS 3.0 

Table 5. F2 values of the path model
Predictor construct Target construct f2 Effect size
Work engagement Psychological contract 

breach
0.386 Large

work–life balance Psychological contract 
breach

0.132 Small

Turnover intention Psychological contract 
breach

0.206 Medium

Abusive supervision Psychological contract 
breach

0.798 Large

Psychological contract 
breach

Employee well-being 0.237 Medium

Sources: Authors’ Estimations from SmartPLS 3.0 
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4. Results

4.1. Power analysis
The current study calculated the sample size by executing a priori power assessment employing 
G*Power 3.1.9.4 software. The findings demonstrate that a minimum of 98 observations were 
intended to achieve an 80% statistical power medium effect (0.15) at a 5% (0.05) significance level 
for the model. This study used (n = 208), which is greater than the minimum sample size and is 
equivalent to other common rules of thumb (Barclay et al., 1995; Hair et al., 2010; Kline, 2005; 
Roscoe, 1975).

4.2. Common method bias
There was a high probability of common method bias because all the data collected was from 
a single source, i.e. survey forms. (Podsakof et al., 2003). Therefore, the current study used various 
procedural and statistical techniques to mitigate common method bias. For example, a clear set of 
instructions has been provided were provided to respondents and efforts were made to preserve 
confidentiality and anonymity (Reio, 2010). In addition, this study also used a single-factor Harman 
technique to check any common method bias. The exploratory factor analysis implemented to all 
six latent constructs. The outcomes of a single factor are nearly 21.45%. There is no single factor 
that accounted for more than 40% of the variance, and it has been recommended that common 
method bias is not an issue in this study.

5. Data analysis
A PLS-SEM technique is an advanced statistical procedure utilized in the domain in HRM and social 
sciences (Ringle et al., 2018). There were two reasons behind the use of this technique. Firstly, to 
provide facilitation for the prediction of dependent variables and secondly, due to the incremental 
nature of the current study (i.e. the mediating role of psychological contract breach between work 
engagement, work–life balance, turnover intention, and employee well-being) (Nitzl et al., 2016; 
Richter et al., 2016). The inner and outer models were examined using SmartPLS 3.0 software 
(Ringle et al., 2015). The PLS-SEM analysis was carried out over two phases. The measurement 
models were examined in various dimensions during the first phase. It included internal consis-
tency, reliability, convergence (CV) and discriminant validity. The second phase was focused on the 
structural model i.e. R2, f2, and Q2). Table 2 shows that the variance inflation factor (VIF) values are 
less than3, indicating that collinearity is not an issue in this study.

5.1. Internal consistency reliability
Internal consistency is evidence of the extent to which the items reflect latent variables.

Internal consistency reliability can be measured using the CR value. A CR value of more than 
0.70 is generally considered to be acceptable. The results show that all the under-observance 
constructs reveal an acceptable/satisfactory value of CR, i.e. work engagement (0.907), work–life 
balance (0.884), turnover intention (0.937), psychological breach of contract (0.875), abusive 
supervision (0.909), and employee well-being. As a result, all items project a higher level of internal 
consistency.

5.2. Convergent validity
Convergent Validity (CV) is the degree to which a measure is positively correlated with an alter-
native measure belonging to the same construct (Hair et al., 2014). CV can be measured by 
analyzing the indicators’ outer loading and their average variance extracted (AVE) (Hair et al., 
2017). A higher outer loading suggests that the indicator truly represents the construct. A rule of 
thumb suggests that the outer indicator loading should be more than 0.708, as the number 
squared equals 50% AVE (0.50). However, indicators having a lesser loading can be considered 
only if other indicators have an AVE of 0.50 or more (Hair et al., 2017). The results point out that all 
indicators except WE1, WE2, WLB3, PCB3, EWB1, EWB4, and EWB5 had acceptable loadings, and 
therefore, the aforementioned indicators were discarded. Moreover, the outer loadings of WE4 
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(0.645), WE8 (0.579), PCB1 (0.659), PCB2 (0.623), PCB4 (0.610), and EWB6 (0.531) fell below the 
satisfactory benchmark of 0.708 but were not discarded because the other indicators of these 
constructs exhibited higher loadings (i.e. greater than 0.70 and an AVE of greater than 0.50). As 
depicted in Table 2, the AVE scores for work engagement (0.586), work–life balance (0.605), 
turnover intention (0.750), psychological contract breach (0.502), abusive supervision 90.590), 
and employee well-being (0.562) reaffirmed the convergent validity of the measurement model.

5.3. Discriminant validity
According to Hair et al. (2014), discriminant validity (DV) is the degree to which a construct is 
definite and exclusive from other constructs by empirical standards. The current study analyzed 
the DV by utilizing the Heterotrait–Monotrait ratio (HTMT). According to Henseler et al. (2015), 
HTMT is the most conservative approach to measure DV compared to other techniques. It depicts 
the ratio of trait correlation to within trait correlations (Hair et al., 2017, p. 118). The HTMT value 
should not be more than 0.85 for the DV to be established (Clark & Watson, 1995; Kline, 2011). 
Other authors such as Gold et al. (2001) and Teo et al. (2008) put the HTMT threshold value at 0.90. 
Table 3 depicts that each of the constructs fulfilled the HTMT 0.85 and 0.90 criterion, which 
indicates the presence of DV in the model.

5.4. Structural model
The structural model analysis comprises the testing of the causal relationships among constructs 
that are under observation. This model deployed various approaches that include path coefficients, 
coefficient of determination (R2), effect size (f2), and the predictive relevance (Q2) (Chin, 1998; Hair 
et al., 2017). R2 represents the predictive accuracy of the proposed model (Hair et al., 2014). R2 

values of 0.26, 0.13, and 0.02 are large, moderate, and small (Cohen, 1998). The results indicate 
a large R2 value (0.463) for psychological contract breach and an R2 value of 0.536 for employee 
well-being (see Table 4). The effect size (f2) is the change in R2, that occurs when a certain 
exogenous construct is discarded from the model to determine whether the discarded construct 
has a significant impact on the endogenous variable (Hair et al., 2014, p. 177). f2 values of 0.02, 
0.15, and 0.35 indicate small, moderate, and large effect sizes, respectively. The results show that 
work engagement had an f2 of 0.386 and abusive supervision had an effect size of 0.798. It means 
that both of these variables had a substantial effect on the psychological contract breach. The 
effect size of work–life balance was recorded at 0.132, which indicates that WLB had a small 
impact on psychological contract breach. Moreover, the effect size of turnover intention was 
recorded at 0.206, which indicates that it had a medium effect on psychological contract breach. 
The psychological contract breach had a moderate impact on employee well-being, as indicated by 
its effect size (f2 0.237) (see Table 5).

The Q2 values were obtained using the blindfolding technique. According to Hair et al. (2017) 
blindfolding is a sample reuse procedure that discards every dth data point in the indicators that 
are a part of the endogenous constructs. According to Fornell and Cha (1994), a Q2 value of greater 
than 0 depicts the predictive relevance of a model’s dependent constructs. The Q2 values for 
psychological contract breach and employee well-being were recorded at 0.269 and 0.212, respec-
tively (see Table 4). This suggests that both of these constructs depicted acceptable predictive 
relevance. The parameter’s statistical significance was measured using the bootstrapping 
approach (5000 subsamples, one-tailed significance). The results show that abusive supervision 
(H1, β = 0.628, t = 13.505 p = 0.000) positively moderates the interactive effect on employee well- 
being. Psychological contract breach (H2 β = 0.334 t = 7.533 p = 0.000) had a direct positive effect 
on employee well-being. H3, H4 and H5 Turnover intention (H3 β = −0.354 t = 3.966 p = 0.000), 
work engagement (H4 β = 0.480 t = 9.453 p = 0.000) and work–life balance (H5 β = 0.297 t = 4.675 
p = 0.000) also had a direct positive effect on psychological contract breach (see Table 6).

The mediating impact of psychological contract breach (H6, H7, H8) in association with work 
engagement, work–life balance, turnover intention, and employee well-being was analyzed using 
mediation analysis. The indirect path analysis depicts H6 from TOI→PCB → EWB (β = −0.118, 
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t = 3.401 P = 0.001) and path H7 from WE → PCB → EWB (β = 0.160, t = 5.807 p = 0.000), and path 
H8 from WLB→ PCB → EWB β = 0.099, t = 3.772 p = 0.000). Hence, it can be deduced that 
psychological contract breach partially mediates the association among work engagement, 
work–life balance, turnover intention, and employee well-being (see Table 6).

6. Discussion
Drawing upon social exchange theory as an overarching theoretical framework, this study exam-
ined the role of work engagement, work–life balance, and turnover intention on employee well- 
being by mediating the role of psychological contract breach and moderating the interactive effect 
of abusive supervision. This study revealed that hypothesis (H1) abusive supervision has 
a significant and positive moderating interactive effect on employee well-being, agreeing with 
the study by (Lin et al., 2013). This implies abusive supervisors affects employees’ well-being at the 
workplace by reducing employee performance and increasing stress levels. Importantly, this 
research found that Pakistan has power distance culture in the banks, where mostly managers 
and supervisors negatively affect employee well-being. Also, in a recent study by Hussain et al. 
(2020) conducted in service-based organizations in Pakistan, they found that if supervisors abuse 
their employees, it directly impacts on their psychological well-being. Moreover, well-being is an 
important to maintain health and safety of employees at workplace. Our research revealed that 
employees are struggling to achieve organizational performance due to negative behaviour of 
supervisors and managers in banks.

Hypothesis (H2) psychological contract breach has a positive impact on employee well-being. 
Our finding is consistent with several studies (Duran et al., 2019; Gracia et al., 2007; Parzefall and 
Hakanen (2008) they can be understood that contract breach has negative consequences for 
employees and affects their well-being. The results of the study undertaken are also similar 
with; Guest et al. (2010) that transformation in the employment association and exact kinds of 
employment contracts affect employee well-being. Similarly, banks do not fulfil contract obliga-
tions of employees so this breach brings negative behaviours from employees. Importantly, prior 

Table 6. Path coefficient direct and indirect relationship
Hypothesis Beta 

β
Sample 

mean (M)
Standard 
deviation 
(STDEV)

t-value P Values Decision

Direct relationship
H1: AS→EWB 0.628 0.630 0.047 13.505 0.000 Supported

H2: PCB→EWB 0.334 0.336 0.044 7.533 0.000 Supported

H3: TOI→PCB −0.354 −0.361 0.089 3.966 0.000 Supported

H4: WE→PCB 0.480 0.469 0.051 9.453 0.000 Supported

H5: WLB→PCB 0.297 0.304 0.064 4.675 0.000 Supported

Indirect relationship (partial mediation effect)
H6: TOI→PCB→EWB −0.118 −0.121 0.035 3.401 0.001 Supported

H7: WE→PCB→EWB 0.160 0.157 0.028 5.807 0.000 Supported

H8: 
WLB→PCB→EWB

0.099 0.102 0.026 3.772 0.000 Supported

Coefficient of determination (R2)
Dependent variable: employee 
well-being

0.536

Mediator: psychological contract 
breach

0.463

Sources: Authors’ Estimations from SmartPLS 3.0 
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research conducted in banking sectors of Albania; they found that violation of psychological 
contract breach reduces employee performance and deteriorate well-being at the workplace 
(Manxhari, 2015).

Hypothesis (H3) confirms turnover intention is positively related to psychological contract 
breach. This finding is similar to a study conducted in the context of Pakistan by Azeem et al. 
(2020). They found that employees experiencing psychological contract breach had an increasing 
intention to leave because of employer disloyalty. Additionally, our results are also consistent with 
numerous studies (Robinson & Rousseau, 1994); (Arshad, 2016; Estreder et al., 2020; Raja et al., 
2011). Hypothesis (H4) work engagement is significantly and positively related to psychological 
contract breach. This finding is consistent with these recent studies (Gordon & Gordon, 2020; 
Naidoo et al., 2019; Soares & Mosquera, 2019). Hypothesis (H5) work–life balance is positively 
related to psychological contract breach. Our finding is similar to (Kaya & Karatepe, 2020). Recent 
research by Wong et al. (2021) found that work–life balance promotes employee well-being and 
quality and quantity of personal life-time. This study found an indirect effect (H6), turnover 
intention is a partially mediated relationship between psychological contract breach and employee 
well-being. This finding is consistent with prior studies (Vaart et al., 2013; Bravo et al., 2019). They 
suggested that employers must devise employee-friendly policies to enhance workplace well- 
being as a retention strategy.

Hypothesis (H7) demonstrates that work engagement is a partially mediated relationship between 
psychological contract breach and employee well-being. This finding is similar to previous studies by 
(Gordon & Gordon, 2020; Karatepe et al., 2020). These findings endorse the study’s argument that 
work engagement plays a crucial role in the workplace by mediating psychological contract breach 
mechanisms. Hypothesis (H8) shows that work–life balance partially mediates between psychological 
contract breach and employee well-being. This finding is consistent with these studies (Haider et al., 
2018; Kaya & Karatepe, 2020; Quratulain et al., 2018).

Hence, based on the conceptual framework of the model this study tested all the mentioned 
hypotheses to address the underlying research issue and achieve the objective of the study. In this 
regard, researchers recommend to consider the issue of common method bias, which has also 
been consider in the present study. Similarly, convergent validity, discriminant validity, and relia-
bility of the study is important requirement for robust results that has been ascertained as well. 
Moreover, the coefficient of determination (R2), effect size (f2), and predictive relevance (Q2) have 
also been included in the analysis adequately, as several research emphasized on the same. Hence 
such robust analysis provided reliable results necessary to address the theme of the present study.

6.1. Theoretical contribution
The results of the present study deliver worthy theoretical implications for the academic discourse. 
Firstly, this study contributes to the existing literature by exploring work engagement, work–life 
balance, and turnover intention on employee well-being. Secondly, this study also knows the 
mediating effect of psychological contract breach between work engagement, work–life balance, 
and turnover intention on employee well-being. Employers breach the promises made to employ-
ees, so consequently, it affects their well-being. Thirdly, this study introduces abusive supervision 
as a moderating role in employees’ well-being, which is not examined by prior studies. In this way, 
it is a novel contribution to the body of knowledge. Fourthly, this study broadens our better 
understanding by incorporating the social exchange theory, and assessing the mediating role of 
psychological contract breach from an employee’s perspective.

7. Practical implications for managers
Based on this study, we can observe two practical implications; the first one is the need for policies 
that entertain employees and their psychological contract with the organization, which is adverse 
in the case of this contact breach. The study explored that the employees go through various 
problems like workload, personal issues because of work, stress, and the worry of keeping up with 
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their supervisor. Therefore, the workplace operations have a huge impact on the mental and 
physical health of the employees due to work dynamics and their relation with the supervisors. 
The second practical implication of this study is to provide a guidance to the supervisors about how 
they should not breach their subordinates’ psychological contract with the organization, which also 
emerged as a problematic aspect in the prevailing scenario of the banking sector of Pakistan. If 
dealt with care, the employees can be game-changers for any organization and help it achieve 
various objectives with less turnover rate.

7.1. Limitations and future direction
Despite several strengths, this study has few limitations, paving the way for future research to 
broaden the understanding of the association investigated in this study. First, this study collected 
data from a single source through a survey-based method. Hence, our model can be replicated by 
collecting longitudinal data to assess the frequent occurrence of psychological contract breach 
and abusive supervision causal relationship. Second. This study focused on only one sector (bank-
ing); future researchers can gather data from multi-sectors to attain broader understanding of 
employee well-being in different sectors due to diverse human resource policies. Third, this study 
was conducted in the power dominant society of developing country (Pakistan). Future researchers 
should investigate our model in western countries where power is less practiced at the workplace. 
Finally, our model can be replicated in individualistic cultural societies to understand the impact on 
employee well-being. Future research can also use different moderators such as (supervisory 
support, organization culture) and mediators (top management support and employee commit-
ment) to develop more revelations regarding employee well-being. We also encourage applying 
this model to a bi-way model

8. Conclusion
This study examined the relationship among work–life balance, abusive supervision, work engage-
ment, and turnover intention in Pakistan’s banking sector by applying the Structural Equation 
Model on Smart PLS. It can help policymakers in the banking sector globally and locally to come 
with employee-oriented policies. This research also provides an overview of employees’ aspects in 
a stressed workplace and how crucial their relation with the supervisors is. It is proved with this 
study that turnover intention; work–life balance, employee engagement, and abusive supervision 
impact the well-being of the employees.
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