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Abstract—Turnover Intention is a big issue for organizations
because it costs huge capital investment in human resources. In
United Arab Emirates (UAE), the turnover is higher than all
other gulf countries and above the world average. Most of
previous studies focused on the private sector and few examined
the turnover in public sector. The purpose of this study is to
examine the effect of leadership style and trust in supervisor on
the turnover intention. Data was collected from 101 respondents
from public sector in UAE. The data will be analyzed using
Smart Partial Least Square (PLS). The findings showed that
leadership styles as well as transformational leadership and
transactional leadership have negative effects on turnover
intention. In addition, trust in supervisor has direct negative
effect on turnover intention. Decision makers are recommended
to implement the transformational leadership and to establish a
trusting relationship with employees.
Index Terms—Leadership, Public Sector, Turnover Intention,
Transformational leadership, Trust

I. INTRODUCTION
Turnover intention (TI) of employees is one of the
important topics that have attracted the attention of decision
makers and researchers. This is because turnover intention
has negative consequence on several outcomes such as
employee and organizational effectiveness, competitive
advantage, performance, productivity and service quality
[1]–[3]. TI is defined as employee’s intention to voluntarily
leave a job [5]. Organizations are investing huge capital in
preparing and training employees and this capital investment
is lost when employees leave the job and therefore
organizations need to invest again in developing and
training employees[6]. For example, in United States (US)
companies annually spend approximately US$ 11 billion to
start recruiting, selecting, hiring and training of employees
[7]. The turnover intention in United Arab Emirates (UAE)
is the highest among Arab gulf countries and above the
world average. Organizations in UAE spend US$ 2.7 billion
annually to cover the direct and indirect cost of turnover
among employees [8]. Official statistics from the Federal
Authority for Government Human Resources (FAHR) in
2014 indicated that 5% of the workforce in public sectors
has left their jobs. In 2012, the percentage of those who left
their job was 3.6% indicating an increasing trend of job
leavers among the nationals UAE.
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The report also indicated that from the 5%, the voluntary
Turnover was 50.4% in 2013 and it increased to 63.1% in
2014. For this reason, this study is focusing on the national
public servants.
Previous studies attempted to understand the predictors
that lead to TI among employees. Majority of previous
studies investigated the organizational commitment, job
satisfaction, and organizational support as the dominating
predictors of TI [9]–[14]. Important predictor, yet neglected
in previous studies, is the leadership style. Previous
studies highlighted that poor leadership is one of the main
reasons for turnover intention [15], [16]. Most prevalent
leadership styles are the autocratic and directorate while
other styles such as transformational and transactional are
not widely investigated in UAE [17]. Transformational and
transactional leaderships can help in explaining the turnover
intention [18].
In addition, trust in the context of
management and business research is still in its infancy [19],
[20]. Trust was investigated by few studies in the context of
turnover intention [21] and the role of trust as a moderating
variable could potentially help in explaining the variation in
organizational outcome [22], [23].
Previous studies suggested to investigate the turnover
intention among police personnel in UAE [21] due to the
importance of these personnel in protecting the country [2].
Reports indicated that there are 17,291 police personnel are
employed by the Abu Dhabi in 2014 (the capital city and the
highest number of public servants employed by the state).
This number has increased to 34,000 in 2017 and expected
to reach 47,500 in 2021 [24]. Alhashmi[2]reported that the
military jobs in UAE is one of the highest stressed job and
majority of the turnover comes from this group. For this
reason, this study aims to investigate the effect of leadership
style and turnover intention as well as the moderating role of
supervisor trust between leadership style and turnover
intention.
II. LITERATURE REVIEW
Turnover Intention
Turnover is a global problem and it is costing
organizations and countries a huge amount of fund. This
trend of increasing obvious in UAE and other Gulf
Countries Council (GCC). Employment laws in the host
countries are making it relatively easy for employees to
change jobs [25].Employees are the most important and
valuable assets of any organization [26].
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Organizations invest in employees and develop their skills
and capabilities to create competitive advantage and
improve their
Organizational performance (OP). Researchers pointed out
those employees are the source of resource and capabilities
and their knowledge has a major impact on the competitive
advantage and the OP of organizations [6], [20], [22], [27].
Therefore, when some employees leave voluntarily their
jobs, part of the resources and the capabilities of the
organizations will go with them and this will impact the
competitive advantage as well as the performance of these
organizations [28].
Majority of researchers divided the TI into voluntary and
involuntary turnover intention[29]–[31]. Voluntary turnover
happens when the employee decides to leave his or her work
in an organization, whereas involuntary turnover refers to
organizations choosing to dismiss employees [30]. In this
study, the focus is on the voluntary turnover.
Despite the scarcity of job opportunities, employees in
UAE are intended to leave their job and seek employment
with other employers. Reasons behind the turnover intention
were linked to and trust as well as the leadership style of
organizations [8], [25], [32]. Despite the high rate of
turnover intention in UAE, the academic studies that
investigated the issue are limited [21]. A study conducted by
[33] investigated the turnover intention among Dubai
organizations focused on the effect of procedural and
distributive justice as well as job satisfaction and
organizational commitment on turnover intention.
Another study was conducted by [34] on Islamic banks
was limited to 70 respondents and conducted a correlational
analysis using SPSS to find the effect of decision making,
performance reward, organizational justice, and chances to
innovate on turnover intention. The authors concluded that
decision making, justice and chance to innovate has negative
correlation with turnover intention. Similarly, the study of
[35] was a correlational study and used SPSS to find the
correlation between job satisfaction and organizational
commitment as well as turnover intention among nurses in
hospital in UAE. Harhara[30]conducted a conceptual study
to identify the factors that affect turnover intention among
oil and gas companies. The authors made a proposition that
individual, organizational, and environmental factors affect
the turnover intention. Behery [36]investigated the effect of
relational psychological contract on turnover intention
mediated by satisfaction and organizational commitment in
UAE’s private and public organizations.
Zeffane and Melhem[21]pointed out the lack of studies on
turnover intention in UAE and the lack of including trust as
a variable in the context of turnover intention. The authors
investigated the effect job satisfaction organizational
performance, trust, and demographic on turnover intention.
A moderator based on sector was used. Finding indicated
that public sector employees tend to be more trusting,
satisfied. On the other hands, trust and satisfaction are the
main drivers for turnover intention in private sector. In
disagreement with the findings of [21], the study of [14]
investigated the effect of job satisfaction and organizational
commitment of local government employees in UAE and
found that employees are highly satisfied with supervision
and co-workers and slightly satisfied with work condition
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and job security and low satisfaction with pay. Employees
are still working because they have to but not because they
like to work.
The academic studies related to the turnover intention in
public sector is limited and there is a need for a study to
examine the predictors of turnover intention among national
UAE. Existed studies were limited to correlational and
conceptual studies as well as limited in term of sample size
and the focus on studies on one gender. However, FAHR
(2014) reported that national males are more likely to leave
job compared with female. Consequently, there is a need for
causal studies that investigate the turnover intention and
deploy variables that reflect the issue among police
personnel in the public sector of UAE.
Leadership Style
The theory of transformational leadership was developed
by [37]. Transforming or changing the organization is the
core principle of transformational leadership. According to
[38] the transforming approach changes the lives of
individual and organizations. It mainly focuses on
redesigning the perception and values as well as changing
the aspirations and expectations of employees. In contrast,
the transactional approach of leadership focuses on mutual
interest or based on give and take principle. However, the
personality and traits as well as the ability of the leader to
make changes based on example as well as energizing vision
and challenging goals and objectives. The transformational
leaders are considered ideal in giving example of working
toward achieving the goals of individual, team, organization,
and the community [38].
The work in transformational leadership was extended and
developed by Bass in 1985 [39]. The work of [39] focused
on creating and explaining the psychological mechanisms
that underline the concept of transactional and
transformational leadership. The term transformational
leadership was used for the first time by [39]. In addition,
the measurement of the transformational leadership was
developed by[39] further, the mechanism through which the
transformational leadership affects the performance and
motivations of followers was explained by [39].
On the other hand, the concept of transactional leadership
focuses on creating clear structure for what is the right of the
followers and the rewards that they will received if they
accomplish the required job is well defined. Followers in the
transactional leadership are projected as individuals that are
motivated by financial benefits and rewards and their
behaviour is well predicted. Transactional leaders focus on
the present and are very good at getting the organization to
function smoothly and efficiently. However, although
transactional leadership implies following certain rules and
works very well in times of stability, in the changing world
we find ourselves in today, where the success of companies
often depends on continuous changes, there are more
leadership styles effective [40].
A meta-analysis study conducted by [41] found that
leadership style is dependent on gender.
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The
authors
compared
between
transactional,
transformational and Laissez-Faire leadership and concluded
that transformational is widely adopted by females while
male deploys transaction leadership style.
[42] Pointed out that the use of transformational
leadership by public sector was criticized by researchers.
The authors pointed out that implementing transformational
leadership in public sector is challenging due to the complex
environments of this sector and the need to take into
consideration the legal, regulatory, and policy demand.
Nevertheless,
researchers
have
deployed
the
transformational and transactional leadership to understand
their effects on the turnover intention in public sector [43],
[44] and on work attitude in private sector [13], [45], [46].
This study deployed the theory of transformational and
transactional leadership to explain the effect of leadership
styles on turnover intention.
Trust in Supervisor
In social relations, individuals attempt to maximize the
ratio of profits to costs [47]. Trust is the fundamental
principle of social exchange and the backbone of
interpersonal and inter-organizational relationships [27][48].
[49] pointed out that trust is a key element of the social
exchange theory and used the theory to explain the
relationship between trust and uncertainty and their effect on
the performance of alliance. [50] used the social exchange
theory to explain the effect of trust in immediate supervisor
and trust in organization with organizational justice in Saudi
Arabia. The authors pointed out that social exchange theory
explained perfectly the relationship between the variables.
Trust in supervisor is expected to moderate the effect of
leadership style on turnover intention among police
personnel in UAE.
III. CONCEPTUAL FRAMEWORK AND
HYPOTHESES TESTING
Based on leadership style and the theory of social
exchange, this study proposes that the effect of leadership
style on TI will be negative. The study also proposed that
the effects of leadership style on TI will be moderated by
trust in supervisor. Figure 1 presents the conceptual
framework of this study.

Fig. 1 Conceptual Framework
Based on the framework and the literature review, the
following section discusses the hypotheses of this study.
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Leadership Style and Turnover Intention
Leadership style in this study consists of transformational
leadership
and
transactional
leadership.
The
transformational leadership was defined as “a process in
which leaders and followers raises one another to higher
levels of morality and motivation”[37]. The transactional
leadership was defined as “an exchange leadership style
which motivates employees to produce the desired
results”[39]. The two leaderships were investigated by few
researchers in the turnover intention context.
[45] investigated the effect of transformational leadership
on the turnover of employees in china and found that there is
a negative effect between the variables. [13]in Turkey found
that transactional leadership did not affect the quality of
working life while transformational does. Leadership
behavior could affect the turnover intention in oil and gas
companies in UAE as proposed by [30].
[43] found that transformational leadership affect the
turnover intention while transactional did not. [51]also
found that transformational leadership affect the turnover
intention. In contrast, [46] found that transformational
leadership did not affect the turnover intention in Ghana.
Leadership style (transformational and transactional) was
proposed to affect the turnover intention in manufacturing
companies in Malaysia. Based on the above discussion, this
study expects that the effect of leadership style
(transformational and transactional) is negative and
significant on turnover intention of employees in public
sector in UAE. Accordingly, the following is hypothesized:
H1: Leadership style has a negative significant effect on
turnover intention
H2: Transformational Leadership has a negative effect on
turnover intention
H3: Transactional leadership has a negative effect on
turnover intention.
Moderating Role of trust in supervisor
Trust is defined as “the positive expectations individuals
have about the intent and behaviours of multiple
organizational members based on organizational roles,
relationships, experiences, and interdependencies”[52].Low
trust in supervisor is one of the cause that lead to turnover
intention. However, the research into trust and turnover
intention received less attention as pointed out by [21] who
found that trust is the main driver for turnover intention.
Trust also found to cause the turnover intention among
employees in Netherland [53].
[50] Tested the direct and mediating effect of trust in
supervisor and trust in organization between organizational
justice and performance. Few tested the moderating effect of
trust in supervisor. For example, [54] tested the moderating
effect of trust in supervisor (leader) and trust in organization
between organizational support and turnover intention and
between leader-member exchange and turnover. They found
that both trust in leader and trust in organization moderated
the effect between the variables. In this study, trust is
expected to moderate the negative effect of leadership style
on turnover intention.

312

Published By:
Blue Eyes Intelligence Engineering
& Sciences Publication

Leadership Style and Turnover Intention: The Moderating Role of Supervisor Trust

Thus, the following is hypothesized:
H4: Trust in supervisor moderates the effect of leadership
style and organizational justice on turnover intention.

suggesting that the convergent validity and discriminant
validity were achieved.

IV. METHODOLOGY
This study is conducted in UAE and particularly on public
sector employees. Among the public sector, police personnel
are exposed to high level of stress due to work duties and
their essential role in protecting the nation. Accordingly, the
population of this study is the police personnel in Abu
Dhabi. Statistic showed that a total of 34,000 are working as
police personnel in Abu Dhabi [2]. These 34,000 police
personnel are working in eight departments. A stratified
sample was used to better represent the population. Based
on [55], the sample size of this study is 380 respondents
divided into eight groups based on the number of employees
in each department.
A questionnaire was used to collect the data. The turnover
intention (3 items) was adopted from [1]. Transformational
leadership (15 items) and transactional leadership (7 items)
were adopted from [56]. Trust in supervisor (8 items) was
adopted from [57][54]. The questionnaire was validated by
experts and a pilot study was conducted prior to field data
collection. A total of 380 respondents were invited to
answer the questionnaire. After giving adequate time and
following a proper follow up, a total of 104 answered the
questionnaire. These 104 responses are sufficient for using
partial least square structural equation modelling (PLSSEM) [58].
The data was analyzed to check for missing value,
outliers, normality, and multicollinearity. No missing values
were identified. However, three responses were deleted on
the basis of outliers. Data was normally distributed because
skewness and kurtosis are less than absolute two and no
multicollinearity issues among the variables.
V. RESULT AND DISCUSSION
Profile of Respondents
A total of 101 respondents have participated in this study.
Descriptive analysis using SPSS was deployed to presents
the profile of the respondents. The majority of the
respondents (89.1%) are males with age (69.3%) between 26
and 39 and they are married (77.2%). The respondents are
holders of bachelor degree (35.6%) and master degree
(32.7%) with experience as police personnel (94.1%) of
more than five years. The highest percentage (66.3%) works
as administrative.
Measurement model
Hair [59]suggested that the measurement model can be
assessed by examining the factor loading (FL), Cronbach’s
Alpha (CA), composite reliability (CR), and average
variance extracted (AVE). Two items from transformational
leadership and one items from trust in supervisor were
removed due to low factor loading. After removing the
items, the factor loading for all items were greater than 0.70
as well as the CA and CR were greater than 0.70. AVE was
found greater than 0.50 for all variables and its root square
was greater than the cross loading of on other variables
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Structural Model
Hair [59] suggested that the structure model must be
assessed using four criteria. The R-square was assessed and
the variables of this study were able to explain 0.497 of
turnover intention indicating that 49.7% of the variation in
turnover intention can be explained by leadership style. The
predictive relevance was also examined and the independent
variables can predict the dependent variables because the Q2
were greater than zero. Further, the effect size for all the
paths were acceptable and greater than 0.02. The path
coefficient is presented in Table 1. The Table presents the
results of direct effect hypotheses as well as the moderating
hypotheses. Hypotheses’ number (H), path, path coefficient
(β), standard deviation (SD), T-values (T), P-values (P), and
remark are given in the table.
Table. 1 Result of Hypotheses Testing
H

β

Path

SD

T

P

Direct Effect
H
1
H
2
H
3

LS -> TI

-0.684

0.051

13.42
8

0.000

TF -> TI

-0.579

0.074

7.794

0.000

TS -> TI

-0.218

0.064

3.424

0.001

Moderating Effect of

H
4

LS ->TI

-0.572

0.075

7.665

0.000

LS*TIS ->
TI

-0.157

0.096

1.637

0.102

TIS -> TI

-0.276

0.043

6.418

0.007

Note: TF: transformational leadership, TS: Transactional
leadership, LS: leadership style, TI: Turnover intention, TIS:
trust in supervisor.
The findings of the analysis indicated that the effect of
leadership style (LS) on TI is negative and significant
supporting the first hypothesis (H1) of this study. The effect
of transformational leadership (TF) on TI is negative
indicating that the second hypothesis (H2) is accepted. For
the third hypothesis, the effect of transactional leadership
(TS) on TI is negative and significant supporting the third
hypothesis of this study.
For the moderating effect of trust in supervisor, the
finding indicated that there is no moderating effect.
However, the findings showed that the effect of trust in
supervisor is directly negative on turnover intention. Thus,
fourth hypothesis is rejected.
VI. DISCUSSION
The purpose of this study was to investigate the effect of
leadership style on turnover intention among police
personnel in UAE.
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The study also examined the moderating effect of trust in
supervisor. The findings indicated that leadership style has
significant negative effect on turnover intention. In addition,
the transformational leadership has comparatively stronger
negative effect than transactional leadership on turnover
intention.
This finding indicates that the leadership style is essential
to reduce the turnover intention among police personnel in
UAE. In particular, the increase in the implementation and
practicing of transformational leadership will lead to a
decrease in the turnover intention. The transactional
leadership is also effective in reducing the turnover intention
among employees. These findings are in agreement with the
findings of previous studies such as [13], [30], [43], and [45]
which found that the transformational leadership as well as
the transactional and leadership styles have significant
negative effect on turnover intention among employees.
The findings of this study also found that trust in
supervisor did not moderate the effect of leadership style on
turnover intention. However, the study found that the trust in
supervisor has direct negative significant effect on turnover
intention. This indicates that trust is essential for reducing
the turnover intention and it plays a vital role in improving
the attitude of police personnel toward their jobs. This
finding is consistent with the findings of [52],[21][53] and
[50] who examined the direct effect of trust on
organizational outcome and turnover intention and found
that trust can reduce directly the turnover intention and
improve other organizational outcome such as justice and
performance. The findings of this study in term of the
moderating effect is inconsistent with the findings of [54]
who found that trust played a moderating role. However,
this could be due to the difference in the scope of the studies
as this study deals with police personnel which their job
involve certain degree of risk and for them trust is
fundamental for their work and their attitude toward their
work.
VII. CONCLUSION
This study examined the effect of leadership and trust on
turnover intention. The study contributes to the literature by
examining these effect in public sector domain. The study
suggests that decision makers must deploy recent leadership
styles and establish a trusting relationship among personnel
and their superiors. Findings of this study is limited to police
personnel. Further generalization of the results require a
replicate of this study. More studies are recommended in
other public sectors in developing countries.
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