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 The aim of this study is to examine the impact of psychological 

empowerment on employee turnover intention with the moderating effect 

of career growth. A cross sectional survey was used to collect data. A total 

of 207employees of different pharmaceutical companies in Lahore, were 

participating through random sampling in this survey. Our finding shows 

that the two dimensions of psychological empowerment (emotional and 

relational) have an inverse relationship with intention to quit, whereas 

(behavioral and cognitive) psychological empowerment is not significantly 

related to the theory. Career growth shows moderating effect on relational 

psychological empowerment and turnover intention, although there is no 

moderating impact found in the remaining dimension of psychological 

empowerment (cognitive, emotional and behavioral) and turnover 

intention. Because of the strategic importance of human capital in an 

organization, it is important for the continuity of the pharmaceutical firms 

to retain their employees by providing best career growth path to move the 

employees as well as organization to the next level and save the human 

capital cost.  
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INTRODUCTION 
 

Today’s business environment become more competitive and demands the 

instantaneous and continuous development. Globalization compelled the organization to 

incorporate the emerging policies that define the quality outcomes. When companies foster 

the empowerment practices, employees will be able to facilitate their abilities to contribute to 

achieve organizational goals with the competitive edge ( Rashida et al,2021;Hosney et 

al,2021) 

Psychological empowerment has been a center perception used for community 

psychology theory values along with practice on behalf of the previous 30 years  (Rappaport, 

1987). According to Hancer (2001) a lot of managers have the same opinion that imposing 

empowerment in the midst of the employee’s leads to multiple advantages to the 

organization. When individuals are psychologically empowered they will be more satisfied 

with their job in the direction of doing their schedule function activities that is also motivated 

them to retain with the organization (Nissani et al, 2021). Psychologically empowered 
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employees have increased the confidence level of organization and that enable the workers 

are very committed to the organization(Rashid et al,2021). Human resource and OD 

personnel’s must take these critical dimensions of psychological empowerment into 

consideration, as they have the potential to increase employee satisfaction and intention to 

stay. These factors are critical for organizational efficiency and ensuring the organizations 

long term viability in today’s dynamic labor market (Nassani et al, 2021). 

In today’s competitive environment one of the challenges that organizations are 

facing is restructuring, downsizing, privatization, technological up the gradation and 

rightsizing (Aslam, 2016 ;Permarupan et al,2021).Good image and fame of the business traps 

the individuals trust on their workplace(Brown & Chikeleze,2021).Recent research stated that 

a company will take 20 years to earn good name in the market and 5 minutes to lost it 

goodwill(Staufer et al,2021).These business changes increase the unemployment ratio and 

injustice practices in the organization context of Pakistan (Aslam, 2016). Psychologically 

empowered employees demonstrate more satisfaction and less rate of turnover intention 

(Brown & Chikeleze,2021; Nisanni,2021;Aslam, 2016; Meyerson & Kline, 2008; Nawaz, 

Pangil, & Bhatti, 2016) and show more positive performance (Nissani et al, 2021). 

Karavardar (2014)said Career growth practices is vital because it argued that workers 

abundantly involved regarding their chance of career growth whether or not within the 

organization they are presently operating for or in different organization. Karavardar (2014) 

additionally argued that to retain workers, organization ought to specialize in career growth 

policies that would produce psychological contract with its workers. Organizations where 

employee’s expectation regarding career growth met can ultimately stay longer and increase 

their intent to stay with this organization. Our investigation is useful for associations; with the 

discoveries of our examination associations can engage their representatives which lessen 

turnover goal. 

 So as to persuade achievement and to be fruitful in world to adapt up to the 

consistently evolving condition, associations need potential workers at top and lower levels. 

The best organizations around the globe are putting forth a valiant effort by psychological 

enabling their representatives and giving vocation development chances to keep their most 

important resource remain in their associations. Now days the one of the major challenge that 

organizations are facing is employee turnover (Gan & Yusof, 2020; T. A. Shah, Khattak, 

Zolin, & Shah, 2020). Employees are most valuable assets for the organization and consider 

as backbone for organizations. (Qing, Asif, Hussain, & Jameel, 2020)study suggested that 

future research should be conducted on that how other work related organization factors 

affect the relationship of psychological empowerment, organization commitment and intent 

to quit. It is a line of work that focuses on developing positive relationships with employees 

as a means of nurturing economic organizations. Typically as a result of our understanding 

that members and staff types play a critical role in determining how to implement potential 

improvements (Zhao & Zhou, 2021). The concept of psychological empowerment is simple 

yet the most research done the psychological empowerment dimensions(Meaning, 

competence, Self-determination and Image) .  A lot of queries stay regarding this element 

formation Christens (2012a)and the associations connecting elements of psychological 

empowerment (Peterson, 2014). There are only two papers that work on the dimension of 

psychological of empowerment that is a big gap. The first structure is a representation of 

psychological empowerment complex via Christens (2012a)that was modified from the 

previous work of M. A. Zimmerman (1995)on three dimensions (Emotional, Cognitive and 

Behavioral) is just qualitative point of view and the second researcher that also works on 

three dimensions is the Peterson et al. (2020)that also work on these three dimensions 

(Emotional, Cognitive  and Behavioral) on community level. 

Our major contribution is that we conduct research on these four dimensions of 

psychological empowerment (Cognitive, Emotional, Behavioral and Relational) with 

turnover and career Growth. According to Nawaz, Siddiqui, Rasheed, and Iqbal (2020) career  
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growth moderate the relationship of organization commitment and turnover, but still there is 

gap exist to investigate the career growth impact as mediator or moderator with other variable 

relationship. There is need to explore the moderating and mediating impact of career growth 

on psychological empowerment and turnover intention (Nawaz et al., 2020). Hemmati, 

Talebi, Yari Haj Atalou, and Hassani (2018) suggested in their study future research should 

be done to explore the other workforce related variable as moderator and mediator impact on 

the relationship of psychological empowerment and turnover intention. 

By means of financial rate, the volume of the pharmaceutical companies in Pakistan 

is $3.2 billion specified to the total amount of the worldwide pharmaceutical market is 

predictable to be over $ 1 trillion, Pakistan is barely 0.9 percent of the market. Top 100 

pharmaceutical companies in Pakistan contribute 95% in annual profit (Ahmed, Vveinhardt, 

& Streimikiene, 2018;PACRA,2021) , remaining pharmaceutical company’s productivity is 

very low mainly reasons are cost and quality of human capital. The annual turnover of 

employees is 10%. 

This study will help the pharmaceutical companies management that how they will 

increase the productivity of organization with their employees. There are so many factors that 

affect the organizations productivity such as job stress, lack of employee commitment, lack 

of job satisfaction, less career growth, lack of recognition, employee turnover and many 

more. Among these factors employee turnover is the most critical issue that organization face 

all over the world. 

Theories underpinning the conceptual framework  

 Social exchange theory 

This investigation relies on  the social exchange theory(SET) Blau (1964) it defines 

that nowadays when the employee are feel fully empowered than they show more 

contentment to organization and then they make their intention to be with their current 

organization are more strong. It is recommended that when people supposed that they have 

capability to make more easily relations with people and also they have  quality to make 

better public exchange relationship with their organizations than their intention to quit with 

their jobs are probably less it all based on social exchange theory (Blau, 1964).the present 

study the perspective adopted the SET to examine the employee psychological needs and its 

impact on the performance and intention to stay in pharmaceutical section. Once the 

individual psychological needs are met they feel more empowered and mentally relax in 

exchange they are more loyal and willing to deliver their jobs performance well to achieve 

the organization goal. According to Lee and Nie (2017) companies helps the employees by 

providing the tasks and authority which make them more responsible and give the meaning 

and purpose of their work towards the achievement of company’s mission, moreover when 

organization invest for human capital development ultimately it leads to positive attachment 

and longer stay with the company. According to Islam, Khan, Ahmad, Ali, and Ahmed 

(2014) thinking about the advantages of having empowered than that employees decide to 

retain their existing jobs because when they are more satisfied than the ultimate result is 

reduce the level of intention to quit. This study adds value to the existing literature by 

exploring the new psychological empower dimensions and its association with turnover 

intention through career growth based on social exchange theory. 

 

Objective of study 

To examine the relationship between the dimensions of psychological empowerment 

(Emotional, Cognitive, Relational and Behavioral) and employees Turnover intention in the 

Pharmaceutical companies in Lahore  
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To investigate whether Career Growth moderate the relationship between the 

dimensions of psychological empowerment PE (Emotional, Cognitive, Relational and 

Behavioral) and Turnover intent. 

 

LITERATURE REVIEW 

Value-Psychological empowerment  

Rousseau (2004)defined psychological empowerment as it is perception that lies in 

the mind of the employee explaining it as the belief of the persons that organization shapes it 

in term of contract between employee and organization. According to this definition 

psychological empowerment is expectation of individuals from the organization is having the 

authority of freely doing work based on their belief and values and in return organizations 

expect dedication towards organization’s achievement of goal. Rousseau (2004)expressed the 

term belief as the based on promise of exchange between the employee dedication towards 

work and organization authority to employee of freely doing work. psychological 

empowerment is an idea under which individual feel extra self-determinant, competent, 

meaning, and collision concerning their position in the organization (McShane & Von 

Glinow, 2009). 

Emotional psychological empowerment 

According to (Speer & Peterson, 2000; M. A. Zimmerman & Zahniser, 1991) first 

dimension is emotional psychological empowerment that has the capability to improve the 

associations. Emotional psychological empowerment is association with yourself it can be 

also defined as how much you think about yourself which is usually people doesn’t do. The 

majority of  research on psychological empowerment have paying attention on the this 

dimension which is also called intrapersonal component that have been measured by means 

of sociopolitical control scale which considered to assess believed cope of one’s 

sociopolitical surroundings 

Cognitive psychological empowerment: 

According to (Gutiérrez, DeLois, & GlenMaye, 1995; Speer & Peterson, 2000) 

second dimension is cognitive psychological empowerment which focuses on community that 

how much think about community as individual usually ignore this factor and focuses on 

himself only. It involves the laws relating to the community, having awareness about the 

community and other ethical requirements to become better individual personality and it 

indicates that person is more skillful. This dimension which is also called as interactional part 

of psychological empowerment has been measured by means of cognitive empowerment 

scale (Gutiérrez et al., 1995; Peterson & Reid, 2003; Speer & Peterson, 2000). 

Behavioral psychological empowerment:  

According to(Speer & Peterson, 2000; M. A. Zimmerman & Zahniser, 1991) the 

third dimension is behavioral psychological empowerment that focuses on the conducts of the 

person that how he acts such as in the organizational contribution, community commitment 

holds one’s own behaviors and self-ruled decision making processes. This element of 

psychological empowerment has been measured by means of behavioral empowerment scale 

(Peterson, Hamme, & Speer, 2002; Speer, Jackson, & Peterson, 2001). 

Relational psychological empowerment: 

According to Conger and Conger and Kanungo (1988a), the fourth dimension is 

relational psychological empowerment is that employees are in such a environment that they 

are free to take their decisions which also helpful for relationships among employees of the 



Amjad et.al  (2022) / Jurnal Aplikasi Manajemen, Ekonomi dan Bisnis 7(1) 53-81 

 

57 
 

 

organization. It is studies at different level of analysis which decreases the miss-appreciation 

of employees and misuse power of management of higher hierarchy in organization. This 

dimension is measured using relational component Scale that builds on the theoretical 

significance of relationality, caring, and respect. Significantly, it is center of attention is both 

the self and others.  

According to the Peterson et al. (2020) current research that was consist of two 

presented theories that recognized in the literature of empowerment. The first outline at the 

employee’s level and second at the organizational level. The employee’s level of 

Psychological empowerment based of four theorizes element (cognition, emotion, relational 

and behavior).  Basically it took two wide approaches of empowerment (Ahearne, Mathieu, 

& Rapp, 2005).  

First one is psychological construct and the second one is the structural construct. 

The Structural construct that assign and mitigate the decision making to the employees of 

association (Francis & Alagas, 2021), psychological construct is the one that connects the 

inspirational circumstances of the workers in any association (Amenumey & Lockwood, 

2008; Conger & Kanungo, 1988b; Kanter & Stein, 1979; G. M. Spreitzer, 1995; Thomas & 

Velthouse, 1990). To the organizational psychology researchers, the buildup of 

empowerment specifically the psychological component of employee empowerment in 

associations holds great importance (Hashemi, Nadi, & Hosseini, 2012). In the previous two 

decades, the empowerment has been broadly apprehensive by associational behavior 

considers in the investigation of empowerment that it acknowledged by various associational 

managers & applied in their association (Li-Chaoping & Shi-Kan, 2006).  

Employees are more empowered by having more trust that result in direct 

relationship of trust and empowerment (Wyatt, 1996). The predecessor Psychological 

empowerment are management, reliance and organization function (Chang, Chou, & Cheng, 

2007). Psychological empowerment results in efficiency and novelty (G. M. Spreitzer, 1995). 

Efficiency defines that employee perform the job tasks in a suitable and significant way. The 

workers that are more psychologically empowered they answer to the exploration and 

demand of the customer and actively perform their task (T. A. Shah et al., 2020).Innovation 

explain as new empowerment method are used by organization by giving flexible 

environment and also they are free to take their decision in result of this employees comes up 

with novelty in their work (Luthans, Youssef, & Avolio, 2007). When an organization gives 

their employees encouraging mind-set at the place of work than the employee feel pleased 

and happy they do their work more actively and in a better way that ultimately boost the level 

of tenure and decrease the level of intent to quit (T. A. Shah et al., 2020) 

Employee turnover intention 

Turnover intention is an ongoing issue for researchers and organizations. Researchers 

believe that turnover intention is a serious issue because high level of employee turnover also 

affects other employees working in that workplace. It eventually generates stress among other 

employees and becomes a barrier between employees from increasing their loyalty towards 

their organization (Hancock, Allen, Bosco, McDaniel, & Pierce, 2013). Furthermore, author 

Juhdi, Pa'wan, and Hansaram (2013) in his article in 2013 stated that the companies with high 

turnover rate face more difficulties in management and it thus becomes more costly, it can 

then affect the overall organizational performance. Not only the western countries are facing 

employees’ turnover intention, but it has also became a crucial issue in Asian countries 

according to (S. H. A. Shah & Beh, 2016). 

According to Tett and Meyer (1993) describe that the intention to quit as workers 

cautiously thoughts, emotion, and considerately take assessment in the direction of get away 

from the organization. The intention to quit has inverse relationship with above all the 

productivity of organization (AbuAlRub & AL‐ZARU, 2008). Turnover intention is probable 
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in future (Alexander, Lichtenstein, Oh, & Ullman, 1998). An employee has bad effects on his 

behavior as he leaves the organization on his own desire (Albrecht & Marty, 2017). An 

employee gain and losses staff the rate of this depends on two types; one is voluntary that 

means employee leaving on his own desire and other is involuntary which mean employee is 

not leaving on his own desires (Curry, Wakefield, Price, & Mueller, 1986). Disruption is 

more expensive as it keeps away the employees from their organization on their will 

(Albrecht & Marty, 2017). The organization is more suitable to allow go employees when 

they decide not to exit the organization by their own (Stohr, Self, & Lovrich, 1992; Weng & 

McElroy, 2012) 

Representative turnover has been one of the most confounded zones in HR look 

into(T. A. Shah et al., 2020) . Bothma and Roodt (2013) characterize it as "a psychological 

choice winning between a person's methodology with reference to work to proceed or leave 

the work”. Moreover organization rate of employee loss is known as turnover, this loss can 

be occurring can be voluntarily or involuntarily (Anvar, Huzaid, Miri, & Chermahini, 2013). 

Human resource turnover become one of the most critical issues in an organization and can 

be increasing day by day. Job dissatisfaction and lack of learning and development of 

employee is the reason of intent to quit whereas job satisfaction, promotional growth, career 

growth scope leads to intent to stay(Adel Ali & Rafie Mohd Arshad, 2018). To avoid the 

turnover cost organization should pay more attention towards non-monetary measure such as 

psychological contract, psychological empowerment (Sandhya & Sulphey, 2020) 

 From the stance of this research, turnover intention can therefore be defined as an 

employee’s personal decision to leave an organization to seek a more promising position 

somewhere else as per the authors (Brewer & Kovner, 2014; Sjöberg & Sverke, 2000).  

According to a research article published by (Ahmad & Rainyee, 2014; Udechukwu & 

Mujtaba, 2007) it has been thought that the actual turnover behavior can be immediately 

determined by the turnover intentions within the organization. According to the author  Cho, 

Johanson, and Guchait (2009) turnover intentions implicit employee’s organization to leave 

his position which shows a contravention between worker and organization.  These turnover 

intentions are linked with various factors on individual and organization level. Employees 

usually leave organizations because they cannot work under negative environments or 

because those organizations could not help them meet their career goals and they start 

looking for financially better opportunities.  

As per the research agency Sun and Wang (2017) employment turnover can be 

comprehended as employee’s inattentive behavior in the sense that they are still at work but 

they don’t pay attention to the work. In short employee’s turnover intention is a forerunner to 

turnover itself. It can furthermore be explained as employee’s alienation from his/her 

organization and to actively search for more or better career opportunities. The causes of 

employee turnover intention have been investigated by many researchers in various 

disciplines and across behavioral, longitudinal, and organizational aspects (Haque, Fernando, 

& Caputi, 2020).  Additionally, for employees that reside, are known as stayers, optimistic 

special effects of employment self-sufficiency on employment meeting, plus as well upturned 

fundamental possessions, were informed. In some specific situations, turnover can be very 

productive.  

Relationship between dimensions of psychological empowerment and employee 

turnover intention   

According to Cai and Zhou (2009)a study conducted within china in the direction of 

establish that psychological empowerment may there exist any effect lying on job of nurses 

and they establish that if the nurses are empowered by the organization that leads to less rate 

of turnover intention so in this study it is proved with the purpose of empowerment that have 

opposite relation among turnover intention. According to Ravichandran, Gilmore, and 

Strohbehn (2007) they also carry out research inside hospitality in the direction of establish 
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that psychological empowerment may there exist any effect on employees intention of 

turnover on behalf of the students that perform within hospitality as well as they establish to 

there is no direct relationship into this organization between the turnover intention and 

empowerment. By providing positive attitude at the work place give the pleasuring feeling of 

doing work which make him more satisfied, increase the employee tenure and reduce 

turnover intention T. A. Shah et al. (2020)and finding shows the inverse relationship among 

psychological empowerment and turnover intention in telecommunication sector. T. A. Shah 

et al. (2020)to avoid the turnover cost organization should pay more attention towards non-

monetary measure such as psychological empowerment, psychological contract. 

Psychological empowerment has inverse relationship with turnover intention (Sandhya & 

Sulphey, 2020). Literature shows the significance of psychological empowerment for 

employees and business organizations and positive influence on job performance (Nissani et 

al,2021) and likelihood of plummeting  turnover among employees of 

organizations(Permaarupan et al, 2021).According to this relational cultural theory the goal of 

human development is contributing to growth promotion and participating relationships has 

been recognized. management was establish to have no direct relations lying on emotional, 

behavioral and cognitive proportions of psychological empowerment from side to side its 

effects on prospect position arrangement and good judgment of organization (Peterson et al., 

2020). Shakirah & Shah (2021) studies result show the significance positive impact of 

psychological empowerment on employees performance and inversely influence on 

employees intention to quit and contribute the organizational goal. 

Hypothesis 1: The dimensions of psychological empowerment may be negatively related to 

turnover intention. 

Hypothesis 1(a): Emotional psychological empowerment may be negatively related to 

turnover intention. 

Hypothesis 1(b): Cognitive psychological empowerment may be negatively related to 

turnover intention. 

Hypothesis 1(c): Relational psychological empowerment may be negatively related to 

turnover intention. 

Hypothesis 1(d): Behavioral psychological empowerment may be negatively related to 

turnover intention. 

Career Growth: 

The center of the career development theory is that Organizational career growth. 

There is four elements of arrangement career growth represent  that the speed of skilled talent 

achievement, the rate of promotion, the rate of career goal realization, and  the rate of 

remuneration raise (Weng, McElroy, Morrow, & Liu, 2010). Structure career growth wants 

the cooperation of each the leader and therefore the worker. Organization can increase the 

loyalty of employee by providing career growth opportunities (Yang et al., 2015). Employees 

growth in the organization can be captured by two wide dimensions first are classified 

employee’s career hard work and also the elements of disposition to reward the employee’s 

efforts on the behalf of the organization. Managerial career growth focuses on career 

management on the far side the alternative created by people, with the aim of recognizing that 

the role of the organization in managing career crucial steps Spagnoli (2017) moreover career 

growth is defined as one’s employment with organization and has been closely connected to 

many vital work outcomes, like job satisfaction, performance, worker voice (Wang, Weng, 

McElroy, Ashkanasy, & Lievens, 2014). Some structure processes influence the extent to 

those workers understands a psychological contract obligation with their employers. 

Specifically, once advantage determines the career ad growth prospects of worker they are 
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additional doubles to understand that their expectations are met, as a result of its logical 

assume that provide career sustainability (Ramamoorthy, Flood, Slattery, & Sardessai, 2005). 

According to A. Cohen (1991) an important factor that affects ratio of employee 

turnover is the career concern. Career concern of employees is thought to be very personal 

and many authors argue over it because the needs and career goals of employees tend to 

change time to time. In this modern era, employees are very specific and clear about their 

career goals and they are likely to leave the organization if their standards are not met within 

the organization they are working. It is becoming normal for people to move from one 

organization to other because they are concerned about their career goals. They usually do 

this because the other organization offers a better salary or promising position. Furthermore, 

having work experience in multiple organizations usually looks good on an individual’s 

resume, and it also builds up their credibility. Other than that, there are plenty of studies done 

and are being conducted on career concerns, and many of them suggests that career concern 

can predict turnover intention. An investigation or association opening phase is the first phase 

of career(S. Cohen, 1991). Exploration phase is defined by “is to select a job and an 

organization in which to begin a career in one's chosen field of interest”.  At this time, for 

substitute employment  that happen in their service of the first year, staff carries choices, also 

at this time staff  is estimating the which degree feels appropriate according to their 

requirement and staff understand the cultural values of the association (Ornstein, Cron, & 

Slocum Jr, 1989). Next to exploration phase comes the transition phase. In this stage, in order 

to be succeed in employment, staff is interested in gaining proficiency in skills (J. H. 

Greenhaus & Parasuraman, 2002).  To set hopes related to employment and occupation 

within the association,  workers begin to discover their location(J. H. Greenhaus, Bedeian, & 

Mossholder, 1987). The third career stage is known as the midcareer  phase, which is defined 

by J. H. Greenhaus et al. (1987), "be accepted as a responsible employee to the organization 

and to make a place for themselves in employment and organization".  At this phase workers 

are wishing to get promoted and are also willing to get settled in association (J. Greenhaus, 

Callanan, & Godshalk, 2000). Next to midcareer comes the later career phase, in this phase 

workers is interested in not location of the association, but also the important stuff in their life 

like their social circle of family and friends. In this phase workers are concerned with getting 

established as well as their retirement (S. Cohen, 1991; J. H. Greenhaus et al., 1987; D. E. 

Super, 1980)..  

Moderating role of career growth with dimensions of Psychological Empowerment and 

Turnover Intention: 

Organization where employee receive handsome remuneration and well-designed 

training programs and strong performance management system are highly contented toward 

their performance that results less rate of turnover (Abubakar, Chauhan, & Kura, 2015; 

Kadiresan, Selamat, Selladurai, Ramendran, & Mohamed, 2015; Naqvi & Bashir, 2015; 

Rubel & Kee, 2015; Thirapatsakun, Kuntonbutr, & Mechida, 2015). According to researcher 

said that 53 percent employee leaves the organization because of less career growth 

opportunities. Organization that facilitate the employee with good salary package, polish their 

skill through training and development program and give extrinsic reward as promotion will 

improve a good judgment of ethical requirement towards their workplace and more intent to 

stay (Karavardar, 2014). Career growth has very strong impact on turnover intention. Career 

growth and labor supportive environment can reduce the intention of nurses to leave the 

workplace(Quiet al ,2020) explain in their study that 40 percent of the employee turnover can 

be reduce if employees are more satisfied  and met with career growth opportunities. Human 

resource factors such as the performance evaluation, salary, well developed training 

programs, career growth significantly affect the employee’s intent to stay and intent to 

leave(Yang, 2018). For checking the effects of these factors in their study and discover that 

career growth had vital associations among turnover intention. Greater Professional 

development and increase in pay packages can negatively influence the intention to leave the 
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job. It is the best fit of theory of met expectation, psychological contact and psychological 

empowerment (Bedeian, 2012; Porter & Steers, 1973). According Chinese study career 

growth dimension have negative influence with intent to quit and affective career 

commitment of employee with organization partially mediate the relationship of career 

growth & turnover intention Weng and McElroy (2012) among all dimension Promotion in 

salary  is strong reason of most Chinese employees to stay with the organization (Weng & 

McElroy, 2012; Xiong, 2008). The similar result found in among Australian employee (Hess, 

Jepsen, & Dries, 2012).  

Hypothesis 2: Career growth may have moderating the relationship of Psychological 

Empowerment dimensions and Turnover intention. 

Hypothesis 2(a): Career growth may have moderating the relationship of Cognitive 

psychological empowerment and turnover intention. 

Hypothesis 2(b): Career growth may have moderating the relationship of Emotional 

psychological empowerment and turnover intention. 

Hypothesis 2(c): Career growth may have moderating the relationship of Relational 

psychological empowerment and turnover intention. 

Hypothesis 2(d): Career growth may have moderating the relationship of Behavioral 

psychological empowerment and turnover intention. 

 

DATA  AND METHODOLOGY 

It Population & Unit of Analysis 

The selected population for this research is the middle level managers from public 

sector and private sector of 12 different pharmaceutical companies in Lahore, Pakistan. We 

are taking these 12 companies from the level of 4 tops, 4 middle and 4 lower ranks for getting 

the data accuracy.   The reason behind this selection is time and resource scarcity. The unit of 

analysis for this study will be the individuals. 

 Sample Size and population: 

 Primary data was collected through questionnaires filled by employees of 

pharmaceutical sectors Pakistan (Lahore). A cover letter is attached which explains the 

research objective and importance of research and participants are voluntary in nature. In 

total   300 questionnaires were circulated among the employees of 12 public and private 

pharmaceutical companies. 245 returned and the rate of response was 84%. The responses 

that were obtained by extreme and missing values were excluded afterwards. Hence, the total 

number of left responses was 210.  So the final sample size thus was 207. The sampling 

technique utilized was simple random sampling, which is a clear strategy that doles out every 

component of the sample an equivalent possibility of being picked as the subject. 

 

Instrumentations: 

At five points Likert scale is used as the questionnaire, it is shown in (appendix II). 

Remaining subsections describe the measurements of the variables comprising the study.  

 Psychological empowerment  

This tool was developed using presented and validated scales considered assessing 

cognitive, emotional, relational, and behavioral empowerment and turnover intention and also 
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the career growth. The evaluation of psychological empowerment was consisting on a 37-

items that also divided into four dimensional empowerment scale developed by (Peterson et 

al., 2020). 

 Cognitive empowerment 

This scale was used to evaluate the cognitive dimensions of psychological 

empowerment by (Speer & Peterson, 2000). This tool has total 9 items using a 5 point Likert-

type scale agreed or disagreed. The Cronbach's Alpha is 0.77.  

 Emotional empowerment 

This scale was used to evaluate the emotional dimensions of psychological 

empowerment by M. A. Zimmerman and Zahniser (1991). The scale has 17 items of the 

SPCSR using a (Hodge & Gillespie, 2007). The tool has each end of a 5-point scale. The 

emotional empowerment Cronbach's Alpha is 0.92. 

Behavioral empowerment 

This scale was used to evaluate the behavioral dimensions of psychological 

empowerment of Speer and Peterson (2000). The Cronbach's Alpha is 0.83. 

Relational Management Scale (RMS)   

This scale was used to evaluate the relational dimensions of psychological 

empowerment was measured by Di Fabio (2016) using the 12-item 5-point Likert scale (1 = 

strongly disagree to 5 = strongly agree). The RMS scale had very good reliability (0.89). 

 Employee turnover intention  

Turnover intention scale using by (Ganesan & Weitz, 1996)5-point Likert scale (1 = 

strongly disagree to 5 = strongly agree. The Cronbach’s alpha for this scale of turnover 

intention is found 0.83. 

 Career growth 

Career growth scale using by Weng and McElroy (2012) 5-point Likert scale (1 = 

strongly disagree to 5 = strongly agree. The career growth Cronbach’s α is 0.901.  

Demographics 

Demographic 

variables 
Categories Frequency Percentage 

Gender 
Male 101 48.8 

Female 106 51.2 

Age 
20-25 84 46.6 

26-30 70 33.8 

Age 
31-35 42 20.3 

36 & above 11 5.3 

Qualification 

Bachelor’s 99 47.8 

Master’s 63 30.4 

MPhil 32 15.5 

PhD 13 6.3 

Designation Middle level 161 77.7 
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Table 4-1: Descriptive analysis 

Descriptive Statistics 
 

N 
Mini

mum 

Maxi

mum 
Mean 

Std. 

Deviation 
Skewness Kurtosis 

Statis

tic 

Statis

tic 

Statis

tic 
Statistic Statistic Statistic 

Std. 

Error 

Statis

tic 

Std. 

Error 

CG 207 1.00 5.00 3.6644 .54933 -.685 .169 .931 .337 

CE 207 1.00 5.00 3.7146 .40769 -.368 .169 -.283 .337 

EE 207 1.00 5.00 3.6908 .56741 -.669 .169 .395 .337 

BE 207 1.00 5.00 3.6618 .62227 -.787 .169 1.288 .337 

RE 207 1.00 5.00 3.9404 .44097 -.805 .169 .890 .337 

TI 207 1.00 5.00 2.9478 .71188 -.246 .169 -.673 .337 

 

Descriptive analysis 

Descriptive analysis used to check the data normality in this test we will check 

skewness and kurtosis values if the values are in between + 1.96 and -1.96 then we will 

consider data is normal distributed.  

Table 4-2: Internal Consistency and Indicator Reliability 

     Confirmatory Factor Analysis (CFA) 

Variables Composite Reliability AVE 

Behavioral empowerment 0.785 0.661 

Career Growth 0.875 0.585 

Cognitive empowerment 0.804 0.672 

Emotional empowerment 0.81 0.671 

Relational empowerment 0.839 0.566 

Turnover Intention 0.904 0.759 

Top level 

Employees 
26 12.6 

Other technical 

staff 
20 9.7 

Tenure 

1-5 years 125 60.4 

6-10 years 56 27.1 

More than 11 years 26 12.6 

Sector 
Private 142 68.6 

Public 65 31.4 
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Internal Consistency Reliability (Composite Reliability) 
 

Measurement model analysis assures the reliability and rationality of the 

constructs. According to Henseler, Ringle, and Sinkovics (2009) the outer model can 

be calculated through the values of AVE that is called average variance extracted, CR 

In the below Table 4-2 that demonstrate the  results of reliability in which the values 

of  composite reliability that ranges between the 0.785 to 0.904 while the entire 

constructs of the average variance extracted exceed the admitting value of 0.5,  and 

the values of the average variance extracted fit between the 0.566 and 0.759. 

Table 4-4: Discriminant validity- Fornll-Larker criterion 

Discriminant validity- Fornll-Larker criterion 

  Behavioral Career Growth Cognitive 

Behavioral 0.813     

Career Growth 0.053 0.765   

Cognitive 0.137 0.26 0.82 

Emotional 0.139 0.35 0.219 

Relational 0.03 0.457 0.219 

Turnover intention 0.097 -0.343 -0.162 

 

Discriminant Validity 

 

The discriminant validity that expressing simply a construct could be done 

through two or more constructs. The convergent validity was look at via utilized a 

graph of PLS to take out the values of cross loading and factor loading of all the 

indicators to their latent constructs. In the above table 4-4 that showed results each of 

the indicators have loaded values on their construct respectively that have values 

under the range of 0.581 to 0.992 it conveyed that they loaded higher on their 

construct values that is higher than any other construct. 

Table 4-5: Coefficients of Determination (R2) 

 

 

 

 

4.4.6 Coefficients of Determination (R2) 
 

The ranges of value of R2 is from 0 to 1 with the elevated stages shows that 

elevated stages of analytical accuracy (Hair Jr et al., 2016).  The value of R2 of these 

variables in this model is employee turnover intention with 0.186. R2 of employee 

turnover intention was substantial with a value of 0.186. This means that 

R2 

ETI 
R Square 

0.186 
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psychological empowerment explained 18.6% of the variance in employee turnover 

intention. 

 

4.5.7 Effect Size f2 
 

According to J. Cohen (2013),  The f 2value of0.35 is considered as large,  the 

f 2value of0.15 is considered as medium and the f 2value of0.02 is considered as 

small. Table 4.7 shows that f 2 of Behavioral, cognitive, Emotional, relational, and 

career Growth had relatively small to moderate effect sizes (J. Cohen, 2013). This 

range of effect sizes was reasonable since there were many factors that affect turnover 

intention (Luk et al., 2008). This means that the estimated model fitted the data very 

well. 

 

Table 4-6: Effect Sizes (f2) 

f square 

  Behavioral 
Career 

Growth 
Cognitive Emotional 

Turnover 

intention 

Behavioral         0.026 

Career Growth         0.038 

Cognitive         0.104 

Emotional         0.037 

Relational         0.018 

Turnover intention 0.026  0.038  0.104  0.037   

 

4.5.8 Moderation Relationships 

Moderation happened when the association among the two variables is moderated or 

have an effect on through a third variable, referred as a moderator (A. D. Cohen, 

2014). Statistically, the effect of a moderator variable is illustrate that as an 

interaction term, and could be either a categorical variable (e.g., gender) or a 

quantitative variable (e.g., Career growth) that influences the strength or/and the 

direction of the relationship connecting a dependent variable and independent 

variables (A. D. Cohen, 2014). 

Table 4-7: Moderation analysis: 

Moderation Analysis 

Hypo 

thesis 
Relationship 

Original 

Sample 

(O) 

T 

Statistics 

P 

Values 
2.50% 97.50% Decision 

H1 

Behavioral -> 

Turnover 

intention 

0.326 1.015 0.31 -0.219 1.058 
un 

supports 

H2 

Career 

Growth -> 

Turnover 

intention 

1.179 2.174 0.03 -0.093 1.913 
un 

supports 

H3 

Cognitive -> 

Turnover 

intention 

0.561 1.432 0.153 -0.414 1.136 
un 

supports 
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H4 

Emotional -> 

Turnover 

intention 

-0.516 1.992 0.047 -0.982 0.052 Supports 

H5 

Relational -> 

Turnover 

intention 

0.644 2.25 0.025 -0.081 1.108 Supports 

H6 

Moderating 

Effect 1 -> 

Turnover 

intention 

-0.057 0.758 0.449 -0.253 0.039 
un 

supports 

H7 

Moderating 

Effect 2 -> 

Turnover 

intention 

-0.188 1.467 0.143 -0.398 0.107 
un 

supports 

H8 

Moderating 

Effect 3 -> 

Turnover 

intention 

0.101 1.267 0.206 -0.072 0.239 
un 

supports 

H9 

Moderating 

Effect 4 -> 

Turnover 

intention 

-0.288 2.533 0.012 -0.481 -0.015 Supports 

Figure No.2: Two-stage Approach: Moderating Effects Model (PLS Algorithm) 
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Figure number.3: Two-stage Approach: Moderating Effects Model (PLS Algorithm) 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

DISCUSSION: 

For assessing between the latent variables the proposed hypotheses, structural 

model and path coefficients are tested. Within the model the value of  path coefficient 

needs to be at least 0.1  for specific effects model (Joe F Hair et al., 2011; Wetzels, 

Odekerken-Schröder, & Van Oppen, 2009).Below the table no 4.10 in our study nine 

proposed hypotheses in which 6 are unsupported and 3 hypotheses are supported. For 

Supported hypotheses the level for significance is 0.05 that have signs in their right 

direction and the ranges of values of path coefficient (β) are from 0.101 to 1.179. 

 

H1: Behavioral psychological empowerment has an inverse association with 

employee turnover intention 

Result from the output of PLS-SEM showed a positive and insignificant 

relationship of Behavioral psychological empowerment with employee turnover 

intention (β = 0.326, t = 1.015, p (*N.S)). Therefore, Hypothesis 1 is unsupported. 

H2: Career Growth has an inverse association with the employee turnover 

intention.  

Result from the output of PLS-SEM showed a significant but positive 

relationship of Career Growth with employee turnover intention (β = 1.179, t = 2.174, 

p <0.05). Therefore, Hypothesis 2 is unsupported. 
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H3: Cognitive psychological empowerment has an inverse association with 

employee turnover intention. 

Result from the output of PLS-SEM showed a significant but positive 

association between the cognitive psychological empowerment with the employee 

turnover intention (β = 0.561, t = 1.432, p (*N.S)). Therefore, Hypothesis 3 is also 

unsupported. 

H4: Emotional psychological empowerment has an inverse association with the 

employee turnover intention 

Result from the output of PLS-SEM showed a significant and negative 

relationship of emotional psychological empowerment with employee turnover 

intention (β = -0.516, t = 1.992, p < 0.047). That means, the p value is less than 0.05 

so it is acceptable. Therefore, Hypothesis 4 is supported. 

H5: Relational psychological empowerment has an inverse association with the 

employee turnover intention. 

Result from the output of PLS-SEM showed a significant but positive 

association between the relational psychological empowerment with employee 

turnover intention (β = 0.644, t = 2.25, p < 0.025). That means, the p value is less 

than 0.05 so it is acceptable, but the value of beta is positive. Therefore, Hypothesis 5 

is supported. 

H6: Career growth as a moderator between the relationship of Behavioral 

psychological empowerment and turnover intention. 

As discussed earlier, this study employed the two-stage approach to investigate 

the moderating effect of Career growth of the association between the behavioral 

psychological empowerment and turnover intention. Figure 2 and Figure 3 illustrate 

the moderating effect test for the model. sIn Table 4.8 and Figure 3, Hypothesis 6 

demonstrating that the t-value 0.758 was lower than the cutoff value of 1.645, 

indicating that the result was not statistically significant. Thus, the result showed no 

credible evidence of the moderation effect of career growth on the association 

between the behavioral psychological empowerment and the employee turnover 

intention (β = -0.057, t = 0.75,8 p < 0.05). Hence, H6 was rejected and no conclusion 

can be drawn (Hess et al., 2012; Weng & McElroy, 2012; Xiong, 2008).. 
 

H7: Career growth act as a moderator between the relationship of Cognitive 

psychological empowerment and turnover intention. 

Figure 3, Hypothesis 7 demonstrates that the t-value 1.467 was lower than the   

cutoff value of 1.645, indicating that the result was not statistically significant. Thus, 

the result showed no credible evidence of the moderation effect of Career growth on 

the relationship between the cognitive psychological empowerment and employee 

turnover intention (β = -0.188, t = 1.467 p < 0.05).  

 

 

 

 



Amjad et.al  (2022) / Jurnal Aplikasi Manajemen, Ekonomi dan Bisnis 7(1) 53-81 

 

69 
 

 

H8: Career growth as a moderator between the relationship of Emotional 

psychological empowerment and turnover intention. 

Figure 2 and Figure 3 illustrate the moderating effect test for the model. In 

Table 4.8 and Figure 3, Hypothesis 8 explaining the t-value 1.267was lowers than the 

cutoff values of 1.645, indicating that the result was not statistically significant. Thus, 

the result showed no credible evidence of the moderation effect of Career growth on 

the relationship between the emotional psychological empowerment and employee 

turnover intention (β =0.101, t = 1.267 p < 0.05).  

 

H9: Career growth as a moderator between the relationship of Relational 

psychological empowerment and turnover intention.  

In the table no.4.8 and Figure 3, Hypothesis 9 explaining the t-value 2.533 was 

higher than the cutoff values of 1.645, indicating that the result was statistically 

significant. Thus, the result showed credible evidence of the moderating effect of 

Career growth on the association between relational psychological empowerment and 

the employee turnover intention (β =0.101, t = 1.267 p < 0.05).  

The main reason of our results is insignificant of career growth on relationship of 

psychological empowerment and turnover intention results are insignificant because 

in our sample size from pharmaceutical people, there is 70-80% is youth. As youth is 

not motivated and not focused on their career so they move on easily from one 

organization to another and do not think about getting stable. So they do not make an 

inverse relationship with turnover. And this is the reason; the results are not according 

to our literature. 

Another plausible reason for the insignificant effect of career growth between 

the association of psychological empowerment and turnover intention might be due in 

the direction of the situation of Covid 19 because in this situation when we are 

collecting the data everyone facing the crises and their career moral are very low so 

there are not in that situation in which they are thinking about their career growth so 

that’s why the moderation are insignificantly connect with the relationship of 

psychological empowerment and turnover intention.  

Another reason of our results is insignificant of career growth in relationship 

of psychological empowerment and the turnover intention because in our sample size 

the people who are giving the data they have mostly job nature on a contractual basis 

and also them representing the whole population of pharmaceutical. There is 67% is 

contractual basis. As the people who are connected with the organization ion 

contractual basis, they are not motivated and not focused on their performance of the 

organization so if they have better option they move on easily from one organization 

to another and do not think about the organization. So they do not make an inverse 

relationship with turnover. And this is the reason; the results are not according to our 

literature. 
 

CONCLUSION 

The This study focuses on the discussion and analysis of psychological 

empowerment (namely behavioral, relational, Emotional and cognitive), career growth and 

turnover intention within the pharmaceutical sector of Pakistan. Specifically, the study is 

designed to determine the moderation with the effect of career growth on the relationship of 

psychological empowerment and turnover intention. An empirical investigation using 
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statistical tests shows psychological empowerment is positively related to turnover intention. 

Which means that this psychological empowerment of the employees in pharmaceutical 

sector can enhance or reduce the turnover intention to the pharmaceutical? However, it must 

be noted that employees’ job characteristics partially impacts the affective commitment 

through transformational leadership i.e. four dimensions of psychological empowerment 

decreases the level of turnover intention and then in turn career growth also effect to  make 

less rate of return to the pharmaceutical. The prime finding is that the career growth as a 

moderator has an impact on turnover intention in the proposed model. Hence the policy 

makers in the pharmaceutical sector should focus on the career growth of their department 

representatives. The secondary findings are the enhancing the employees’ psychological 

empowerment manifests in less rate of turnover to the institutes. Career growth of employees 

will help in several ways to contribute to the performance of the overall pharmaceutical 

sector and individual pharmaceutical as well. The research model received much empirical 

support as the majority of the hypotheses were supported. Our finding shows that the two 

dimensions of psychological empowerment (emotional and relational)  have an inverse 

relationship with intention to quit, whereas (behavioral and cognitive) psychological 

empowerment are not significantly related to the theory. Career growth shows moderating 

effect on relational psychological empowerment and turnover intention, although there is no 

moderating impact found in the remaining dimension of psychological empowerment 

(cognitive, emotional and behavioral) and turnover intention. The findings suggest on the 

need for the owners/managers of pharmaceutical to develop suitable strategies to develop 

career growth and to implement a good HR system, as these could promote and motivate 

organizational employees, which is key for enhanced organizational performance that 

ultimately give the reason of less rate of return in any organization. 

Practical implementations 

This study makes a significant contribution to the body of literature and provides 

practical implication for Asian business. The year of 2021 has been a crucial year for the 

economy, where businesses and government face tough challenges to overcome the COVID-

19 pandemic appropriately, quickly adaptive to recover the economy. The crises in the 

corporate sector require an analysis of what is happening and future projection and 

collaboration of related parties. A crisis in the company can cause unrests for the internal 

public. For this company needs to consolidate internal resources for business recovery. For 

that time an internal crises communication strategy ensured that company’s main objectives 

and values are maintained. The conclusions suggest the managers need to put psychological 

empowerment as the center of attention because when workers will be psychologically 

empowered, they’ll be even more pleased with their work as well as it will eventually 

decrease turnover intention. We found that career growth; helps moderate the relationship 

between psychological empowerment and turnover intention. 

 Limitation of the study and future direction: 

In the behavioral sciences similar to all the research, this research represents various 

limitations. Firstly, for this study data is collected from the pharmaceutical of Lahore; second 

limitation is the sampling techniques that we have been used in this study are convenience 

sampling. Therefore the consequences that occur might not correspond to the overall 

population of the pharmaceutical sector of Pakistan. 

Lastly, this research is a cross sectional research, but it can also be deliberate in a 

longitudinal method that shows additional precise conclusions as well as how it influences on 

human beings. After these boundaries the main reason is resource constraints as well as time. 

In order to expand the conclusions of this research, there are numerous instructions for the 

future. The first one is that you can get your sample even crossways the country. The second 

one is that a few of the samples of probability are utilized to simplify the conclusions. In case 

to obtain additional satisfying conclusions, one must gather information from many different 
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cities. Mediation of specific variable can also be researched out, but because of time 

constraint it is not deliberated here. Consequently the future explore can regard these to 

expand the conclusion.  

We will suggest in the future study use of motivation as moderator and career growth 

as mediator. Certain other variables can also be investigated like committing ethical 

leadership with the arbitrary role of psychological empowerment in pharmaceutical 

organization. Cross sectional and longitudinal research design with more results should be 

first handedly tested in different cultures. In case to obtain additional satisfying conclusions, 

one must gather information from many different cities. Consequently the future explore can 

regard these to expand the conclusion, it can also be deliberate in a longitudinal method that 

shows additional precise conclusions as well as how it influences on human beings. 
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