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Introduction

The phenomenon of abusive leadership in Indonesia is a relatively profound issue to
study. It is motivated by the underlying circumstances in which Indonesia is included
in countries with a high-power distance cultural dimension (Hofstede, 1983). In a
country with a culture of high-power distance, a company leader has unlimited power
and control over his employees, so the potential for abusive behavior by leaders toward

subordinates is more prevalent. Previous studies indicated that employees in Indonesia
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had experienced being treated abusively by their leaders in companies (Hancock, 2000).
The practice of abusive leadership is commonly found in small and medium-scale
banking companies, for example in rural banks (Cahyono & Abdullah, 2021). Despite
the phenomenon of abusive leader practices having the potential to occur in banking
companies in Indonesia, there is comparatively little research examining this topic in

Indonesia (Cahyono et al., 2020b).

geveral previous studies have found that abusive leadership can have a negative impact
on the performance or organizational citizenship behavior (hereinafter abbreviated as
OCB) of employees in companies (Zellars et al., 2002; Haryanto & Cahyono, 2019;
Cahyono et al, 2020b). This will pose a negative impact if it is not immediately
minimized and given a good stimulus. OCB is an extra behavior that exceeds the
standard tasks set by the company, and this behavior brings a positive impact on the
company. Every company hopes to have employees who display high OCB, thus
properly supporting the achievement of goals. Many studies have been conducted on
the factors that influence gmployee OCB, however, they suggest a variety of variables
and research models (See Zellars et al., 2002; Decoster et al., 2014; Cahyono et al., 2020).
The diversity that occurs provides an opportunity to redesign research models that can

explain phenomena in the observed settings.

This study focused on E\e relationship between abusive leadership and employees’
QOCB. This ig important because there are still inconsistencies in the results of previous
studies on ’ge relationship between _abusive leadership and OCB. Although abusive
leadership has been found to cause low levels o ployees” OCB (Zellars et al., 2002;
Cahyono et al, 2020; Cahyono, 2021), other studies have revealed that abusive
leadership has no significant effect on OCB (Raferty & Restubog, 2011; Gregory et al.,
2013). The inconsistency of the results of these studies provides an opportunity for
researchers to explain the irregular pattern of relationships that occur. This study
conceptualizes handarbeni as a moderating variable which is expected to provide a

detailed explanation of the pattern of relationships that occur.

The model co@ruct&d in this study relies on three observed variables, namely abusive
leadership as the independent variable, OCB as the dependent variable, and handarbeni

as the moderating variable. The following is an explanation of each observed variable.

Abusive leadership is the first variable conceptualized in this study. This variable is
important to study given the previous studies have the potential to return a negative
impact on employees and the company if it is not seriously addressed. The

phenomenon of abusive leadership is very prone to occur in companies in Indonesia
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because it is a country that has a cultural dimension of high-power distance (Hofstede,
1983). In a country with such a culture, a company leader has unlimited power and
control over his employees, hence abusive behavior by leaders towards subordinates
has a greater potential to occur. In this study, abusive leadership is conceptualized as a

variable that has the potential to influence employee OCB.

OCB is the next var&wle that is conceptualized as a variable that is influenced by
abusive leadership. Previous studies have explained that abusive leadership has a
negative effect on employee OCB. Employees who are treated offensively by their

leaders tend to display low OCB (Zellars et al., 2002).

Handarbeni is the last variable conceptualized as a moderating variable. Previous studies
have found that handarbeni has a positive impact on employee OCB (Rosari, 2017).

ployees with high loyalty to the company will display high OCB. This is based on
social exchange theory, which emphasizes the reciprocal relationship between
company leaders and employees. If a company exhibits bad treatment to its emplovees,
the employee will return the treatment by giving bad behavior to the company; by
displaying OCB, and vice versa (Cropanzano & Mitchell, 2005; Zhang et al., 2013).
this study, handarbeni is expected to clarify the relationship between abusive leadership
and OCB employees.

Theoretical Foundation and Hypothesis Development
Social Exchangeglheory
This study uses social exchange theory as a theoretical foundation to explain the

conceptualized research model. Social exchange theory is at theory that puts forward
the principle of reciprogity (Blau, 1964; Cropanzano & Mitchell, 2015). The concept of
reciprocity is the core gysocial exchange theory. Reciprocity can be either positive
feedback or negative feedback. The concept of positive reciprocity implies that if
superiors provide social gifts to subordinates (e.g. in the form of assistance, praise, or
special privileges), subordinates will feel obliged to repay the treatment of superiors.
Meanwhile, negative reciprocity denotes that negative treatment will be returned with

negative treatment (Harris et al., 2007; Cropanzano & Mitchell, 2015).

This theory has been widely used by previous studies to explain the impact caused by
abusive leadership (See Xu et al., 2012; Chu, 2013; Avey et al., 2015; Decoster et al., 2014).
Based on the results of a review of previous studies, it can be concluded that social
exchange theory can be used to explain the phenomenon of abusive leadership. In this
study, social exchange theory is used to explain the relationship between abusive

dreams and OCB. This is important to conduct given the exchange theory that a person
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who is treated negatively by another person will match the negative treatment with
negative action (Blau, 1964; Cropanzano & Mitchell, 2015). Employees who receive

negative treatment tend to respond to this treatment by showing low OCB or even zero
OCB.

Handarbeni (Sense of Belonging)
In the context of Javanese culture, KGPAA Mangkunegara I taught the concept of Tri

Dharma about a sense of belonging, namely rumangsa melu handarbeni, wajib melu
hangrungkebi, mulat sarira hangrasa wani (having a sense of belonging, taking
responsibility, and being willing to openly see their own mistakes). Rumangsa
handarbeni means to have a sense of belonging. In the organizational or company
context, it can be interpreted as a sense of responsibility towards a task. One realizes
that these tasks must be sensed, realized as one’s own. If the responsibility is accepted
and considered his own, it is expected that it will encourage one to carry out the task

responsibly and wholeheartedly (Rosari, 2017).

In rumongso melu handarbeni, ownership orientation is not for self-interest but for social
interests. Serat Wulangreh Paku Buwono IV (1925) explains that melu handarbeni is
oriented towards social aspects whose direction is the benefit of the common interest or
the interests of the company. When individuals have a sense of trust in a company, they
will have a sense of belonging to their organization as a comfortable place to be (Rosari,
2017).

In this study, handarbeni is derived from this concept and then applied as a moderating
variable to weaken the influence of abusive leadership on employee OCB. Employees
with high reliance on the company tend to be more resistant and adamant about the
abusive treatment given by their leaders; therefore employees display OCB while

working at the company.

Relevant Prior Research
Research on the relationship between abusive leadership and OCB has progressed

rapidly over the last two decades. The following is a summary of the results of previous
research on abusive leadership from 2002 to 2021. The summary provides an overview
of the consequences of abusive leadership, along with an overview from the perspective

of research methodology and research results.
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Based on the results of a review of previous research on the relationship between
abusive leadership and OCB, it can be inferred that three important issues should be
addressed in this study, namely:

First, there are still inconsistencies i the research results between abusive leadership
and OCB. Abusive leadership was‘ﬁ

(Zellars et al, 2002), but other studies found that abusive supervision was not
significantly related to employee OCB (Rafferty & Restubog, 2011; Gregory et al., 2013).

ound to be atively related to employee OCB

Second, several previous studies have proposed a moderating variable to weaken the
negative impact caused by abusive sypervision, but previous studies have not
conceptualized the handarbeni variable as a moderating variable in the relationship
between abusive supervigion and OCB, despite these variables being comparatively
important in i.nﬂuenci.ng%e relationship between abusive supervision and employee
OCB. Previous studies indicate that individuals with high reliance on companies tend
to be more likely to receive abusive supervisory treatment, so they will constantly show

OCB.

Third, there are still limited references to Qe relationship between abusive leadership
and OCB in the Indonesian context. The majority of previous studies were conducted
in Western countries, although a few have been conducted in Eastern states. This
limited refeq)nce is an opportunity for researchers to contribute to the development of

knowledge about the relationship between abusive leaders and employees’ OCB.

aelatianship between Abusive leadership and OCB

Based on the social exchange theory, abusive leadership is a form of negative treatment
given by supervisors or leaders to subordinates. This can potentially have a negative
impact on employee attitudes and performance (Cropanzano & Mitchell, 2005).
Abusive leadership is an unpleasant treatment carried out by leaders to subordinates
that is expressed through ridicule, harsh words, anger, and other bad treatments
(Tepper, 2000). In this study, it is conceptualized that abusive leadership has a negative
effect on employee OCB.

Regarding the relationship between abusive leaderghip and OCB, Ee results of
previous studies show a negative relationship (Zellar et al., 2002; Zhao et al., 2013). If
employees are treated abusively by their leaders, then they will respond to the
treatment by giving low OCB. Employees who feel treated abusively will give low
extra-role performance because they will spend their time ing with the stress they
ﬁ, which results in a decrease in employee performance,%h in-role and extra-role

llars et al., 2002; Cahyono et al., 2020; Cahyono, 2021).
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Eased on the theoretical explanation and the regularity of the influence between the
variables, the hypothesis proposed in this study is as follows:

ﬂ: Abusive leadership has a negative relationship with OCB.

Handarbeni as Moderator ofﬁe Relationship between Abusive Leadership and
OCB

There have been previous studies that examined the relationship between rumongso
melu handarbeni (sense of belonging) and employee OCB (See Davila & Garcia, 2012;
Davila & Finkelstein, 2013; Farmer et al., 2015; Rosasi, 2017). Regardless of the variable
of belonging that has been studied in previous research, it is rather rare to find those
conceptualizing a sense of belonging as a moderating variable in the context of abusive
leadership and OCB. The sense of belonging in this study is conceptualized as a
moderating variable that is expected to provide a detailed explanation of the
relationship between abusive leadership and employee OCB at Islamic banks.
Individuals with a high and low handarbeni will display different attitudes and
behaviors when subjected to abusive treatment by their superiors, based on social
exchange theory. Individuals with a high handarbeni will be more resistant and stronger
when faced with rough treatment by their superiors, whereas those with alow sense of
belonging will have weak willpower and feel more stressed when treated roughly by
their superiors (Davila & Garcia, 2012; Rosari, 2017).

gased on the theoretical explanation and the regularity of the influence between the
variables, the hypothesis proposed in this study is as follows:

H2: Handarbeni moderates the relationship between the abusive leader and OCB.

Research Methods
Scope of Research

There are three important things described in this sub-discussion, namely: 1. Type of
Research. This research is survey research that aims to explain the relationship between
variables indicated to explain the phenomena in this study. 2. Time Dimension. This
research was conducted at one point in time, so it did not consider changes that
occurred due to alteration in time (cross-sectional); 3. Research Variables. The variables
conceptualized to build an alternative model are of abusive leadership, OCB, and

handarbeni.
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Samples and Procedures

The respondents in this study comprise 250 employees working at Islamic banks in the
Surakarta area. A purposive sampling technique was implemented to select
respondents. This method is used to obtain information in accordance with the research
objectives. The sample criteria in this study are as follows: 1. having a supervisor or
leader at work, 2. having worked for at least one year. Data collection was carried out
using a questionnaire either directly or online using Google Forms. To encourage
respondent participation, we provided rewards to respondents who participated in the

research.

Operational Definition and Variable Measurement

Abusive leadership is an independent variable in this dy. Abusive leadership is
operationally defined as subordinates' perceptions of the extent to which company
leaders engage in unpleasant verbal and non-verbal behavior, excluding physical
contact (Tepper, 2000). The variable of abusive leadership is measured using 5
indicators adopted trom Tepper (2000) and Mitchell & Ambrose (2007). The indicators

include: 1. ridicule, 2. mockery, 3. belittling, 4. negative comments, 5. harsh words.

OCB is the dependent variable in this study. It is extra behavior that exceeds the
standard duties set by the company. The variable is measured using 7 items adopted
from William & Anderson (1991). These indicators are: 1. volunteering to help friends
with work, 2. volunteering to help friends with heavy workloads, 3. volunteering to
help supervisors or bosses, 4. volunteering to help co-workers' problems, 5.
volunteering to help new co-workers, 6. sharing interests with other people, 7.

Volunteering to share information with colleagues.

A sense of belonging (handarbeni) is a moderator variable in this study. A sense of
belonging is operationally defined as taking part/sharing the feeling that one is part of
the company/organization where one works. The sense of belonging variable is
measured using four indicatqQrs adopted by Koh & Kim, 2003; Lin, 2008; and Zhao et al.,
2012. These indicators are: 1. A strong sense of belonging to the organization; 2. A sense
of being a member/part of the organization; 3. A sense of belonging to members of the

organization; 4. Feeling happy to be a member or part of the organization.

These three variables were measured using a five-point Likert scale (1 = strongly

disagree to 5 = strongly agree).

~20~




glirkah.' Journal of Economics and Business Vol. ..., No. ... (2021), page 18-37

Methods of Data Analysis

The research instrument test was carried out using a validity test and a reliability test.
Validity test of the instrument used Confirmatory Factor Analysis (CFA) and reliability
test of the instrument used Cronbach’s Alpha assisted with SPSS software version 26.

To test the hypothesis gthe effect of independent variables on the dependent variable
used multiple linear regression analysis, and to test the moderating effect used

Moderated Regression Analysis (MRA) assisted with SPSS software version 26.

Results and Discussion
Respondent Profile Description

Table 2 describes the description of the respondent's profile. The number of respondents
aged 22-30 years was 42 percent, 31-40 years was 46 percent, 41-50 years was 10 percent,
and over 50 years was 2 percent. [he number of male respondents was 40 percent, while
the number of female respondents was 60 percent. The education level of the
respondents indicated that 20 percent had a high school/vocational school education,
10 percent had a Diploma education, and the majority of 70 percent had a Bachelor's
degree. A total of 86 percent of respondents were married, and the remaining 14 percent

were single.

Table 2. Respondents Profiles

Variables Percentage (%)
N =250
Age (Year)
>50 2
41 -50 10
31-40 46
22-30 42
Sex
Male 40
Female 60
Level of Education
Bachelor Degree (S1) 70
Associate Degree (D3) 10
High School (SMA/SMK) 20
Marital Status
Married 86
Unmarried 14

Source: Author’s Calculations, 2023.
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Instrument validity and reliability test results

To determine the level of accuracy and validity of a measuring instrument, it is
necessary to test the validity of the research instrument. In this study, there are three
research variables tested for validity: abusive leadership, organizational citizenship

behavior, and handarbeni. The test results for each of these variables are presented in full
in Table 3.

Table 3. Validity Test

Variables Indicators Loading Status
Factor
Abusive Leader AL1 .959 Ellid
AL2 965 Valid
AL3 .955 Valid
AL4 .956 Valid
AL5 .960 Valid
OCB OCB1 816 Valid
OCB2 .848 Valid
OCB3 .861 Valid
OCB4 .889 Valid
OCB5 .887 Valid
OCB6 .884 Valid
OCB7 .858 Valid
Handarbeni HAN1 771 Valid
HANZ2 812 Valid
HAN3 .829 Valid
HAN4 770 Valid

Source: Author’s Calculations, 2023.

Table 3 explains that all items to measure the variables of abusive leadership, OCB, and
handarbeni are deemed to be valid. This is because the loading factor value obtained is
above 0.5. Therefore, it can be concluded that the research instruments used in this
study can be accounted for their level of validity so that they can be used for further

testing.

To determine the level of consistency and reliability of the indicators used to measure
variables in this study, instrument reliability testing is required. In this study, there are
3 variables to be tested for reliability: abusive leadership, OCB, and handarbeni. The

results of the reliability test for each variable are presented in full in Table 4.
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Table 4. Reliability Test

Variables Cronbach Alpha Status

Abusive Leader 981 Reliable
OCB 946 Reliable
Handarbeni 971 Reliable

Source: Author’s Calculations, 2023.

Table 4 explains that the reliability test of the 3 variables used in this study showed a
Cronbach alpha value > 0.60. This means that the variables of abusive leadership, OCB,

and handarbeni are reliable, so they can be used for further testing.

Research Hypothesis Testing Results

Before testing the research hypothesis with regression analysis, this study conducted a
correlation test to determine the strength of the relationship between the conceptualized
variables. The results of the correlation test between abusive leadership and OCB were
negatively correlated and significant (r = -.193; p = <0.01), the results of the correlation
test between abusive leadership and abusive leadership were negatively correlated and
significant (r =-.148; p=<0.05 ), and the results of the correlation test between handarbeni

and OCB were positively and significantly correlated (r =.777; p = <0.01) (See Table 5).

Table 5. Correlation Test
ﬂariables Mean SD 1 2 3
Abusive Leader 2.84 1.48 -
Handarbeni 413 92 - 148 * -
4.01 1.01 -193 * 777 -
*p<0.05**p<0.01

Source: Author’s Calculations, 2023.

Next, rnegressio alysis was performed to test the formulated hypotheses. Testing the
first hypothesi;gmd that abusive leadership had a negative and significant effect on
organizational citizenship behavior (B= - .132; p <0.01) (See Table 6). Based on these
results, statistically, it can be concluded that hypothesis 1 is supported. This means that
individuals who receive abusive treatment from their leaders tend to display low levels

organizational citizenship behavior. Furthermore, a series of tests using tiered
regression analysis was also performed to determine the potential of the handarbeni
variable as a moderator in the relationship between abusive leadership and
organizational citizenship behavior. We performed a three-step regression process. The
first step is to enter the variable handarbeni. Second, it includes the abusive leader
variable. Finally, it incorporates the interaction variable (multiplying the scores of the

abusive leader and the handarbeni). Table 6 shows that the results of regression testing
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using interactions (abusive leadership and handarbeni) were found to have apositive

and significant effect (B = .065; p <0.05). Based on these results, statistically, it can be
concluded that hypothesis 2 is supported. Therefore, based on statistical data,
handarbeni is proven to be a moderating variable in the relationship between abusive
leadership and organizational citizenship behavior. This implies that handarbeni can
strengthen the relationship between abusive leadership and organizational citizenship
behavior. This effect was stronger for individuals with a high sense of belonging than

for individuals with a low sense of belonging.

Table 6. Result of Hyphotesis Testing

OCB
R2 F B

Hyphotesis Testing 1

Abusive Leader .037 9.605** - 132%*
Hyphotesis Testing 2
Step 1

Handarbeni .604 379.398** 847
Step 2

Handarbeni 607 193.419%* .835%*

Abusive Leader - .054*%
Step 3

Handarbeni 612 131.858* .609%*

Abusive Leader - .325%

busive Leader x Handarbeni .065*

*p<0.05**p<0.01

Source: Author’s Calculations, 2023.

Discussion

This study has two main objectives. The first is to investigate the relationship between
abusive leadership and the organizationﬁcitizenship behavior. The second is to
determine the role of a sense of belonging as a moderator of the relationship between
abusive leadership and organizational citizenship behavior of employee:ﬁe results
of this study provide support for the first hypothesis, which indicates a negative and
significant relationship between abusive leadership and organizational citizenship
behavior. It suggests that employees who more often receive abusive treatment by their
leaders tend to have a low level of organizational citizenship behavior, and vice versa.
This is consistent with social exchange theory, which states that when someone is given

bad treatment by another person, the individual will return the bad behavior as well.
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This denotes that employees who feel treated abusively by their superiors will respond
to this treatment by displaying low organizational citizenship behavior. These results
provide insight for Islamic banking managers to pay attention to the treatment given
by leaders to employees, so as not to have a negative impact on employee OCB. Leaders'
prudence in treating employees is very important in maintaining the stability of

employee extra-role performance.

The study results also find sgpport for the second hypothesis, which confirms that
handarbeni can moderate ﬁl relationship between abusive leadership and
organizational citizenship behavior among employees. This signifies that individuals
with a high and low sense of belonging or self-esteem tend to display different
organizational citizenship behaviors when they receive abusive treatment from their
leaders. The results of this study provide support for social exchange theory and self-
identity theory, which explain that individuals will exhibit different behavior patterns
depending on their sense of belonging or dependability in dealing with stressors and

the negative behavior they receive.

Employees who have high self-esteem or a sense of belonging tend to be more resistant
and stronger when subjected to abusive treatment by their leaders, so they will still feel
comfortable doing their jobs and even display high organizational citizenship behavior.
Meanwhile, employees who have low self-esteem or a sense of belonging tend to
perceive abusive treatment as negative behavior, which can make them unenthusiastic
at work and even experience work stress. Employees who have low levels of self-esteem
tend to get stressed more easily and cannot stand the harsh treatment given by their
leaders, so they tend to close themselves off and display low organizational citizenship
behavior. This provides important insights to stakeholders in Islamic banking
companies in terms of managing the extra-roles performance of their employees,

namely by taking into account the level of employee reliability.

Conclusion

This study underlines that gjusive leadership has a negative and significant
relationship with the organizational citizenship behavior of employees. This study used
social exchange theory as a basis for explaining this relationship. Also, this study found
that handarbeni moderated @e relationship between abusive leaders and employees'
organizational citizenship behavior. This study uses the basic concept of self-identity

theory as a basis for explaining this relationship. The findings explain that employees
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with high and low self-esteem or a sense of belonging showed different behavior

patterns when they received abusive treatment from their leaders or superiors.
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