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ABSTRACT

This study investigates organizational factors influencing turnover intentions among
healthcare professionals in Pakistan. Drawing on Conservation of Resources (COR)
theory, this quantitative research examines the relationships between abusive
supervision, organizational commitment, job stress, job satisfaction, and turnover
intention. Additionally, the moderating role of power distance is tested. Data were
collected through a structured questionnaire from a sample of 395 healthcare
professionals, including young doctors and paramedical staff, selected via
convenience sampling. Partial Least Squares Structural Equation Modeling (PLS-
SEM) was used to analyze the data. Results show that job stress, job insecurity,
abusive supervision, and low job satisfaction significantly predict turnover
intentions. While power distance moderates some relationships, its interaction with
abusive supervision and organizational commitment is statistically insignificant. The
findings suggest that addressing job stress and abusive supervisory practices can
substantially reduce turnover intentions in the Pakistani health sector. These results
offer implications for human resource practices and organizational policies aiming to
improve employee retention in resource-constrained health systems.

Keywords: Turnover Intention, Job Stress, Abusive Supervision, Organizational
Commitment, Power Distance
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INTRODUCTION
Background and Context

Employee turnover has long been considered one of the most persistent human
resource challenges facing organizations, especially within developing countries
(Ahmed, & Imran, 2024). In sectors like healthcare where continuity, experience, and
institutional knowledge are crucial to service quality the impact of high turnover is
particularly damaging (Ahmed, 2023). The World Health Organization (WHO)
highlights Pakistan as one of the 57 countries undergoing a critical Human Resources
for Health (HRH) crisis, with fewer than 1 healthcare worker per 1000 population, far
below the global benchmark of 2.5. Compounding this problem are low wages, unsafe
working conditions, abusive supervision, and limited career progression opportunities
(Ansari, Akhtar & Hafeez, 2024; Akhtar, et al., 2021). These structural deficiencies,
especially within public hospitals, increase job dissatisfaction and stress levels among
healthcare professionals, ultimately influencing their turnover intentions.

According to the Azhar, Igbal and Imran (2025) turnover intention, defined as
an employee’s conscious and deliberate willfulness to leave the organization, has
emerged as a precursor to actual turnover behavior. It serves as a warning signal for
organizational instability (Malik, et al., 2025; Shah & Saba, 2024). In Pakistan’s health
sector, this intention is magnified by contextual challenges, including underfunded
healthcare infrastructure, high power distance cultures, and an absence of regulatory
frameworks that ensure professional well-being. While many countries are grappling
with retention in healthcare, Pakistan’s challenge is uniquely compounded by
cultural, economic, and managerial gaps.

The Role of Organizational Factors

The decision to leave a healthcare organization is influenced by a complex web
of variables (Azhar, 2024; Azhar, et al., 2022). Organizational commitment defined as
the emotional attachment and identification an employee has with their organization
has traditionally been seen as a buffer against turnover intention. However, declining
commitment among public healthcare workers in Pakistan signals systemic issues.
Additionally, abusive supervision characterized by sustained hostile verbal and
nonverbal behavior has emerged as a damaging force in the healthcare environment.
Amir Alvi, Hussain Chughtai, and Ul Haq (2015) employees who are consistently
belittled, micromanaged, or publicly humiliated often experience a depletion of
emotional resources, leading to psychological withdrawal and eventual turnover
(Iftikhar, Igbal & Hanif, 2021; Bukhari, Ahmad & Hanif, 2021).

Haq, Bilal, and Qureshi (2020) job stress is another central predictor of
turnover intentions. Healthcare environments are inherently stressful due to the
critical nature of patient care, but this is exacerbated by administrative inefficiencies,
role ambiguity, and staff shortages. The conservation of resources (COR) theory argues
that when individuals perceive a threat of resource loss (emotional, psychological, or
physical), they are more likely to disengage or withdraw from the stressor, in this case,
the organization itself (Shah, et al., 2024; Rasheed & Kiani, 2024).

Job satisfaction the degree of contentment employees feel towards their work
has a significant inverse relationship with turnover intentions (Fatima, Khan &
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Kousar, 2024; Huda, Khan & Afzal, 2024; Farooq, et al., 2021). Satisfied employees are
more likely to remain in their organizations, be more productive, and exhibit
citizenship behaviors. However, when job satisfaction is low due to toxic leadership,
lack of recognition, or unmet expectations, turnover intentions increase.

Cultural Dynamics: The Moderating Role of Power Distance

Cultural dimensions also play a key role in how employees perceive and
respond to organizational stressors. Hofstede’s cultural dimension of power distance,
defined as the extent to which less powerful members of institutions accept unequal
power distribution, is particularly relevant in Pakistan (Hanif, Abdin & Mirza, 2019;
Hanif, Naveed & Rehman, 2017). In high power distance cultures, subordinates may
tolerate abusive behavior from supervisors due to respect for authority or fear of
retaliation. This tolerance may blunt the impact of abusive supervision on turnover
intentions, though at the cost of employee well-being and long-term retention
(Fatima, Khan & Kousar, 2024; Huda, Khan & Afzal, 2024; Faroogq, et al., 2021).

Haq (2012) in Pakistani healthcare institutions, where hierarchical structures
are rigid and authority is seldom challenged, power distance may serve as a buffer or
amplifier of workplace stressors. Investigating the moderating role of power distance
can help explain why some individuals persist in toxic environments while others exit
(Azhar, 2024; Azhar, et al., 2022).

Research Gap

The majority of the available literature on turnover intention comes from
Western countries, where workplace culture and dynamics differ greatly from those
in Pakistan. Focused studies in South Asia are often cross-industrial and overlook the
unique challenges defining the public sector healthcare’s ecosystem. In addition,
while some studies have focused on the direct impact of certain factors like job stress
and job satisfaction on turnover intention, the mediating and moderating mechanisms
that explain these relations have received scant attention in Pakistani healthcare (Shah
et al., 2025; Hagq et al., 2024; Noor et al., 2024).

Despite the abundant research on abusive supervision in business and
education, its specific context and impacts on healthcare, particularly among
paramedical staff and junior doctors, remain largely unexamined. This research fills
that gap by including power distance as a cultural moderating variable and job
satisfaction as a mediating variable to present a more integrated approach to the
turnover phenomenon.

Research Objectives
The core objective of this research is to examine the organizational factors that
significantly predict turnover intentions among healthcare professionals in Pakistan.
The study specifically seeks to:
e Investigate the direct impact of abusive supervision, organizational

commitment, and job stress on turnover intention.
e Examine the mediating role of job satisfaction in the above relationships.
e Explore the moderating role of power distance in influencing the strength

of these relationships.

e, — —— —————
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e Provide empirical insights that inform managerial practices and policy
interventions aimed at reducing turnover in Pakistan’s health sector.

Significance of the Study

This study holds theoretical, practical, and policy-level significance.
Theoretically, it enriches the discourse on turnover by contextualizing it within a high
power-distance, resource-constrained healthcare environment. Practically, the
findings offer actionable insights for hospital administrators, HR professionals, and
policymakers to redesign supervisory practices, improve employee engagement, and
retain critical talent (Shoaib, et al., 2024; Zainab, et al., 2023). At a broader level,
improving healthcare workforce retention contributes to better patient outcomes and
aligns with Pakistan’s commitment to achieving Sustainable Development Goals
(SDGs) related to health and well-being (Malik, et al., 2025; Shah & Saba, 2024).

LITERATURE REVIEW
Introduction to Turnover Intention

Turnover intention is widely recognized in organizational behavior as the most
direct predictor of actual turnover behavior (Sultana, Ahmed, & Imran, 2024; Tett &
Meyer, 1993). Defined as an employee’s conscious and deliberate will to leave their
job or organization, turnover intention has significant consequences on workforce
stability, especially in mission-critical sectors like healthcare. The healthcare system
is labor-intensive, and its efficiency relies heavily on the continuity and retention of
trained professionals. In developing countries such as Pakistan, high turnover rates
among healthcare professionals not only disrupt service delivery but also exacerbate
the already acute shortage of qualified personnel (Hanif, 2024; Islam, et al., 2020).
With only 0.604 healthcare professionals per 1,000 people, Pakistan falls significantly
below WHO standards (WHO, 2014). This gap motivates further research on the
drivers of turnover intention and organisational actions to contain them (Imran, Zaidi,
& Rehan, 2024).

Healthcare operates within a context of long hours, emotional labour, and
exposure to suffering, all of which mark it as one of the most stressful professions
(Kayani et al., 2023; Khan et al., 2021; Naseer et al., 2021; Khan & Khan, 2020). When
these stressors are coupled with organisational despair such as inadequate
acknowledgement, weak supervisory aid, and cultural bottlenecks, these dysfunctions
can increase turnover with intent. To understand turnover in the context of Pakistani
health care, one must analyse these organisational aspects along with the
psychological and cultural factors.

Abusive Supervision and Turnover Intention

Researchers take Tepper's (2000) definition of abuse as “the intentional
infliction of nonphysical harm by a supervisor upon a subordinate”, arguing it goes on
to include ridicule of the other subordinate, displaying signs of persistent emotional
disengagement, among others (Kayani et al., 2023; Khan et al., 2021; Naseer et al.,,
2021; Khan & Khan, 2020). This idea has gained considerable prominence in
management scholarships owing to its reductionist nature for well-being and
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productivity within organisations. Work exclusion, undermining subordinates’ work,
public ridicule, and socially sanctioned ostracism are all instances of abuse. Such
“democratic” Enron behaviour within the healthcare industry is wrought with
destruction. Emotional, social, and trust-based staff are needed. Super competence is
served by idiot compassion. Highly intelligent and emotionally competent burnout
occurs everywhere else (Shah et al., 2025; Imran et al., 2023).

Few empirical studies have associated abusive supervision with an increased
intention to turnover. As an example, Aryee et al. (2007) indicated that there is a direct
positive relationship between the practice of abuse supervision and employees'
intention to exit the organisation. Hostile behaviour by a supervisor leads to
devaluation and disrespect, which encourages most subordinates to withdraw from
participating in organisational activities (Hafeez, Khan & Jabeen, 2024; Irshad, Khan
& Mahmood, 2024; Khan, Sarfraz & Afzal, 2019). In the healthcare domain, such
misconduct can negatively impact teamwork as well as the quality of patient care and
their overall health. In addition, chronic exposure to such environments leads to
burnout, depression, and disengagement (Mitchell & Ambrose, 2007).

In Pakistan’s hierarchical organisational culture, abusive supervision is often
left unchallenged and is widely accepted due to the ingrained power distance.
Subordinates are likely to be reluctant to expose or address such practices, and this
leads to the deepening of a silence culture (Raja et al., 2024; Malik et al., 2022; Raja et
al., 2022; Khan et al., 2021). Thus, while psychologically abusive supervision fosters
turnover in almost all settings, its manifestation and impact in Pakistan may be more
pronounced due to the underlying cultural and institutional factors (Shahi et al., 2025;
Hagq et al., 2024; Noor et al., 2024).

Job Stress and Turnover Intention

Job stress occurs when the coping resources an employee possesses are
surpassed by the demands of the job. In a healthcare context, stress typically relates to
lack of time, high workload, emotional demand, and lack of resources. The
Conservation of Resources (COR) theory (Hobfoll, 1989) suggests that a person
expends effort to obtain, retain, and protect their treasured resources, whether they
be material, emotional, or cognitive. When resources are threatened or lost, stress
occurs, which results in some form of defensive withdrawal. Alluding in this instance
to the intent to resign.

In both Western and Asian healthcare settings, it has been shown that job
stress is a strong determinant of turnover intention (Mosadeghrad, 2013; Adebayo et
al., 2020). A stressful work environment has been linked to increased fatigue,
decreased overall satisfaction, increased emotional exhaustion, and decreased
organisational commitment. In Pakistan, the situation is exacerbated by the
overwhelming patient demand in public hospitals, coupled with chronic understaffing
and insufficient hospital resources. The lack of sufficient organisational and
managerial support in relation to the already high patient care activities leads to
increased physical and mental strain (Kayani et al., 2023; Khan et al., 2021; Naseer et
al., 2021; Khan & Khan, 2020).

In addition to these factors, female healthcare professionals in Pakistan
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experience excessive workplace bullying, strict gender roles, and a problematic
overlap between work and family life. Such factors heighten the intention to leave,
particularly in the absence of organisational support.
Organisational Commitment and Turnover Intention

Organisational commitment is the relation of attachment an employee has
toward his or her organisation and determines retention. Combining various forms of
commitment, Meyer and Allen (1991) proposed three dimensions of commitment:
affective, which is based on emotional attachment; continuance, which relates to the
perceived costs of leaving; and normative, which is a sense of obligation to stay. As
shown in previous studies, affective commitment was observed to be the strongest
predictor of negative turnover intention among the organisational variables (Meyer et
al., 2002). Employees who become emotionally attached to their organisation tend to
set their personal objectives in harmony with the objectives of the organisation and
are less likely to depart (Raja et al., 2024; Malik et al., 2022; Raja et al., 2022; Khan et
al., 2021).

In healthcare, organisational commitment is influenced by intrinsic and
extrinsic factors such as work meaning, growth opportunities, leadership, and ethical
climate. In Pakistan, affective commitment among public sector healthcare
professionals is often low because of stagnation, bureaucratic micromanagement, and
lack of voice in the leadership (Ahmad et al., 2021; Ali et al., 2020; Ahmad, 2018). This
disengagement makes them more amenable to seeking employment in the private
sector or overseas.

A number of Pakistani researchers (e.g., Khattak & Ahmad, 2016; Haider et al.,
2018) argued that organisational commitment serves as a buffer against turnover
regardless of high workload and stress. Hence, initiatives that support fostered senses
of citizenship, value, and meaningfulness can greatly improve retention in healthcare.
Job Satisfaction as a Mediator

Job satisfaction refers to the degree of contentment individuals feel about their
job roles, responsibilities, and work environment. It is a cumulative construct affected
by multiple factors including recognition, compensation, autonomy, leadership style,
and work-life balance. Locke (1976) defined it as “a pleasurable or positive emotional
state resulting from the appraisal of one’s job or job experiences.” Job satisfaction is
not only a key outcome of organizational practices but also an influential mediator in
the turnover process.

Several studies have established that job satisfaction mediates the relationship
between job stress, abusive supervision, and turnover intentions (Mackey et al., 2017;
Alrawashdeh et al., 2021). When employees are satisfied, they are more resilient to
stress and negative interpersonal experiences. Conversely, dissatisfaction amplifies the
impact of workplace toxicity, making employees more likely to consider exit options.
In the Pakistani healthcare sector, job satisfaction is generally low due to poor
infrastructure, lack of incentives, and hierarchical constraints. Employees who
perceive injustice, feel undervalued, or experience micromanagement are more likely
to report dissatisfaction. Importantly, job satisfaction can serve as a buffer—when
increased through recognition, professional development, or autonomy, it can
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mitigate the adverse effects of stress and abusive supervision on turnover intention.
Power Distance as a Moderator

Power distance is a cultural dimension introduced by Hofstede (1984) that
reflects the extent to which less powerful members of institutions accept unequal
power distribution. In high power distance cultures like Pakistan, authority is rarely
questioned, and decision-making is centralized. This cultural trait influences how
employees interpret and respond to organizational behaviors, including supervisory
styles (Janjua, et al., 2025; Faisal, Qureshi & Shah, 2025).

In low power distance cultures, abusive supervision directly leads to
dissatisfaction and exit behavior. However, in high power distance contexts,
subordinates may tolerate such behaviors as part of the accepted hierarchy. Kernan et
al. (2011) suggest that power distance can moderate the impact of abusive supervision
on turnover intentions. Subordinates may not perceive their treatment as a personal
injustice and may interpret it instead as a form of leadership anchored within accepted
organisational norms, thereby postponing or deferring in their decision to leave.

In addition to this buffering effect, power distance reinforces silence and learnt
helplessness. Employees may feel they have no power to report wrongdoing, resulting
in grievances that remain unvoiced, which leads to burnout. In Pakistan, this is
particularly pronounced in the public sector in hospitals where medical hierarchies
are entrenched and compliance to authority is systematised (Feng et al., 2023; Hafeez
etal., 2011).

Power distance, explored as a moderator, can advance understanding of
culturally conditioned turnover tendencies and assist in the development of culturally
appropriate management strategies.

Theoretical Framework and Model

This research is anchored in the Conservation of Resources (COR) theory,
which posits that people are motivated to protect resources and that losing or
anticipating losing resources causes stress. COR theory clarifies how organisational
stressors such as abusive supervision or a high workload one has to do undermine one’s
psychosocial and emotional resources, resulting in discontent and an intention to
leave. Furthermore, job satisfaction is also an internal resource, and depending on
workplace experiences, this resource can be diminished or built upon.

Incorporating Hofstede’s cultural framework on power distance as a
moderator, Ali, Javaid, Ali, Akram, and Haq (2019) proposed a moderated mediation
model whereby job satisfaction was in the middle of the effect of job stress, abusive
supervision, and organisational commitment on turnover intention, while power
distance moderated the relationship between the antecedents and job satisfaction.
Gaps in Existing Literature

Despite the abundance of research on turnover intention, several gaps persist.
First, most studies are rooted in Western organizational contexts where power
distance and institutional dynamics differ significantly. Second, the healthcare sector
in Pakistan remains under-researched, particularly in terms of the psychological and
cultural drivers of turnover. Third, few studies adopt a moderated mediation approach
to explore the interdependencies among variables like job stress, job satisfaction, and
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turnover intention.

Furthermore, the role of power distance in shaping employee responses to
abusive supervision has received limited empirical attention in healthcare settings.
Lastly, existing research often overlooks the voices of paramedical staff and junior
doctors—key segments in Pakistan’s health workforce that face unique challenges.
This study seeks to fill these gaps by applying an integrated framework, drawing from
both psychological and cultural theories, and focusing on a demographically diverse
healthcare sample.

Summary

This literature review sought to analyse the organisational drivers of turnover
intention by reviewing abusive supervision, job stress, organisational commitment,
and job satisfaction. It also analysed power distance as a moderator and looked at the
relevant theoretical models for these relationships. Turnover intention remains a
universal challenge for many organisations; however, the underlying factors are
highly contextual. In the case of Pakistan, deep-seated hierarchical frameworks,
chronic resource cutbacks, and cultural paradigms demand attention towards the
problem of why healthcare professionals resign from their organisations. The
conceptual model of this study seeks to provide a thorough understanding of these
issues.

METHODOLOGY
Research Design and Approach

This study employs a quantitative approach within the positivist paradigm,
which prioritises the measurement and statistical evaluation of phenomena. The goal
was to test the relationships formed as hypotheses concerning organisational elements:
abusive supervision, job stress, organisational commitment, job satisfaction, power
distance, and turnover intention. This study is based on the deductive approach
whereby hypotheses were generated from theories, in this case, Conservation of
Resources (COR) along with Hofstede’s cultural dimension theory, and empirical data
were used in testing those theories.

The research design and approach are both cross-sectional and correlational,
primarily concentrating on the search for relations and predictive sequences instead
of causation. This approach works best for capturing employee perception and
behaviour at moments in time, especially in fast-paced industries like healthcare,
where tracking these variables over longer periods becomes challenging.

Population and Sampling Technique

The target population for this study consisted of healthcare professionals
employed in public and private hospitals across Pakistan, including paramedical staff,
junior doctors, and medical officers. These individuals were selected because they
represent the operational backbone of Pakistan’s healthcare delivery system and are
often at the frontlines of organizational stress, supervisory interaction, and cultural
norms.

Given the logistical challenges and geographic dispersion of healthcare
facilities, a non-probability convenience sampling technique was employed. While

e, — —— —————
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this limits generalizability, it allows for easier access to respondents in a resource-
constrained setting and is a common strategy in healthcare HR research. The sample
size was determined using Krejcie and Morgan’s sample size formula for finite
populations, targeting a minimum of 384 respondents to achieve statistical power. A
total of 395 valid responses were collected and analyzed.
Instrumentation and Measurement

Data were collected using a structured questionnaire comprised of multiple-item
Likert-scale instruments, each adapted from previously validated scales. The items
were refined for contextual and cultural relevance in the Pakistani healthcare sector.
The final questionnaire included seven sections, corresponding to the major variables
of the study:

o Abusive Supervision (AS): Measured using a 15-item scale developed by Tepper

(2000), assessing the frequency of hostile supervisory behavior.

o Job Stress (JSS): Adapted from the Occupational Stress Indicator by Cooper et
al. (1988), using 8 items capturing emotional and role-related stress.

e Organizational Commitment (OC): Measured using Meyer and Allen’s (1991)
9-item scale, covering affective, normative, and continuance commitment.

e Job Satisfaction (JS): Measured using a 7-item scale from Spector (1997),
focusing on intrinsic and extrinsic aspects.

o Power Distance (PD): Measured using a modified 6-item version of Hofstede’s
power distance index.

e Turnover Intention (TI): Assessed using a 5-item scale by Mobley et al. (1978),
measuring respondents’ thoughts and likelihood of leaving the job.

All items were measured on a five-point Likert scale ranging from 1 (Strongly
Disagree) to 5 (Strongly Agree).

DATA COLLECTION PROCEDURE

The questionnaire was distributed both in paper-based format (for public
sector hospitals with limited internet access) and through Google Forms (for private
hospitals and urban respondents). Data were collected over a period of eight weeks,
with follow-up visits and reminders to increase response rates.

Informed consent was obtained from all participants, and confidentiality was
assured. No personally identifiable information was collected. The study was approved
by the university's ethical review committee, and permissions were also obtained from
relevant hospital administrations.

Data Analysis Techniques

Data were analyzed using Partial Least Squares Structural Equation Modeling
(PLS-SEM) via SmartPLS 3.0 software. This method is particularly appropriate for
exploratory studies involving complex models with multiple constructs, mediation,
and moderation. PLS-SEM was chosen over CB-SEM due to its ability to handle
smaller sample sizes, non-normal data, and formative or reflective constructs.

The analysis followed a two-step procedure:

e, — —— —————
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e Measurement Model Assessment: Evaluating reliability and validity through
indicators such as Cronbach’s alpha, Composite Reliability (CR), Average
Variance Extracted (AVE), and Discriminant Validity (Fornell-Larcker
criterion).

e Structural Model Assessment: Testing the hypotheses through path
coefficients, t-statistics, and p-values using bootstrapping (5000 samples).

e R-squared values and effect sizes (f?) were also computed to assess the
predictive power of the model.

Conducting mediation analysis required assessing the indirect effects of abuse
supervision, organisational commitment, and job stress on turnover intention through
job satisfaction. For the moderation analysis, the interaction term of power distance
with the independent variables was created using z-scores to capture the variation in
job satisfaction. Each construct was operationalised and articulately tailored to answer
each research question with proper attention to its relevance, validity, reliability, and
significance.

Validity and Reliability

Content validity was ensured through the review of Pakistan-based scholars
and practitioners who were knowledgeable in the relevant HR issues in the healthcare
system. The data was pilot tested with a sample of 30 individuals where several
linguistic and contextual refinements were made.

Internal reliability is ensured using Cronbach’s alpha values which did not fall
under the 0.7 threshold. All factor loadings meet the set standard of 0.6 for each item,
and the AVE scores established that all relevant constructs had convergent validity.

RESULTS

Analyse the data collected from selected healthcare practitioners across
Pakistan to answer the statement of the problem in the study. A total number of 395
responses were collected, cleaned, and prepped for analysis. SmartPLS 3.0 was used
for structural equation modelling, while SPSS 23 was used for descriptive statistics and
data screening. The study intended to validate the hypotheses formulated and examine
the identified relationships and the primary constructs, which included abusive
supervision (AS), job stress (JSS), organisational commitment (OC), job satisfaction
(JS), power distance (PD), and turnover intention (TT).

The processes of data analysis adhered to Hair et al.’s (2014) two-step approach:
(1) evaluation of the measurement model, which entails assessment of construct
validity and reliability, and (2) evaluation of the structural model, which involves
testing the relationships among the constructs, including mediation and moderation.
Demographic Profile of Respondents

Table 1 presents the demographic distribution of the respondents. Of the 395
participants, 63.5% were female and 36.5% were male, reflecting the growing
participation of women in the healthcare workforce in Pakistan. In terms of age, most
respondents (52%) were between 26-35 years, followed by 21% under 25 years, and
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27% over 36 years.

Regarding designation, 48% were junior doctors, 32% paramedical staff, and
20% administrative/medical officers. Approximately 58% worked in public hospitals
and 42% in private hospitals, indicating a balanced representation. Respondents came
from all four provinces, with a majority based in Punjab and Sindh. In terms of
education, 67% held a bachelor’s or equivalent degree (MBBS, BDS, etc.), and 33%
held postgraduate qualifications.

These demographics ensure the sample captures diverse perspectives across
age, gender, region, hospital type, and job category.

Data Screening and Preparation

Prior to analysis, data were screened for completeness and consistency. Cases
with excessive missing values (n=7) were removed, and the final dataset comprised
395 complete responses.

Outliers were checked using Mahalanobis distance and boxplots. No significant
multivariate outliers were detected. Normality was assessed through skewness and
kurtosis values, all of which were within +2, indicating acceptable univariate
normality for PLS-SEM analysis.

Common Method Bias (CMB) was assessed using Harman’s single factor test in
SPSS. The first factor explained only 31.2% of the variance, below the 50% threshold,
indicating that common method bias was not a major concern.

Measurement Model Assessment
Reliability Analysis

Table 2 summarizes the internal consistency measures. All constructs exceeded
the recommended thresholds for Cronbach’s Alpha (>0.70) and Composite Reliability
(CR >0.70).

Construct Cronbach’s Alpha  Composite Reliability (CR)
Abusive Supervision 0.91 0.93

Job Stress 0.87 0.89

Organizational Commitment 0.88 0.91

Job Satisfaction 0.85 0.88

Power Distance 0.83 0.86

Turnover Intention 0.90 0.92

Convergent Validity

All constructs demonstrated convergent validity with Average Variance
Extracted (AVE) values exceeding the 0.50 benchmark. Factor loadings ranged from
0.61 to 0.88, confirming item reliability.

Discriminant Validity

The Fornell-Larcker Criterion confirmed discriminant validity. Each
construct’s AVE square root was higher than its correlation with other constructs. The
HTMT ratio was also below 0.90 for all pairs.
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Structural Model Assessment
Collinearity Assessment
All Variance Inflation Factor (VIF) values ranged between 1.21 and 2.46,
indicating no multicollinearity concerns.
Path Coefficients and R? Values

Path coefficients were calculated using bootstrapping with 5000 resamples. Results are
shown in Table 3.

Hypothesis Path Coefficient (f) t-value p-value Result

H1: AS—> TI 0.282 4.89 0.000 Supported
H2:JSS — TI 0.312 5.27 0.000 Supported
H3:0C —» TI -0.204 3.68 0.001 Supported
H4:JS — TI -0.291 5.02 0.000 Supported

The R? value for turnover intention was 0.573, indicating that 57.3% of the
variance in turnover intention was explained by the predictor variables. R? for job
satisfaction was 0.496.

Effect Sizes (f2)

Job stress and abusive supervision showed moderate effect sizes (f2 > 0.15),
while organizational commitment and job satisfaction had small effect sizes (2 > 0.02).
These results confirm the predictive significance of the model.

Hypotheses Testing Summary
All direct hypotheses were statistically significant and in the expected direction.
Specifically:
e Abusive supervision (H1) and job stress (H2) positively influenced turnover
intention.
e Organizational commitment (H3) and job satisfaction (H4) negatively
influenced turnover intention.
o These results support existing literature that links psychological strain and
toxic leadership with voluntary exit behaviors, particularly in high-pressure
environments like healthcare.

Mediation Analysis (Job Satisfaction)
To test the mediating role of job satisfaction, indirect effects were calculated
using bootstrapping.

Indirect Path Indirect Effect (B) t-value p-value Mediation Type
AS — ]S - TI 0.087 3.12 0.002 Partial
JSS—=]JS—TI 0.103 3.44 0.001 Partial
OC—-JS—TI -0.069 2.75 0.006 Partial

The results show that job satisfaction partially mediates the relationships
between abusive supervision, job stress, organizational commitment, and turnover
intention. This means that even when organizational stressors exist, their negative
impact on turnover intention is somewhat buffered when employees are satisfied with
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their jobs.
Moderation Analysis (Power Distance)

To test the moderating effect of power distance, interaction terms were created
(e.g., AS x PD, JSS x PD, OC x PD). These were added to the structural model.

Moderation Path Interactionp  t-value p-value Moderation Result
AS xPD — ]S 0.032 1.21 0.226 Not Supported

JSS x PD —JS 0.067 2.03 0.043 Supported
OCxPD —]S 0.021 1.09 0.276 Not Supported

Only job stress x power distance showed a significant moderation effect,
indicating that power distance weakens the negative effect of job stress on job
satisfaction. In other words, employees in high power distance environments may
tolerate stress more easily without it heavily impacting their satisfaction. However,
the moderation of power distance was not significant for abusive supervision or
organizational commitment, contrary to expectations.

The structural model provided strong support for the proposed hypotheses. All
four direct effects (AS, JSS, OC, and JS on TI) were significant. Job satisfaction partially
mediated the impact of AS, ]SS, and OC on TI. Power distance moderated the
relationship between job stress and job satisfaction but had no significant moderating
effect on abusive supervision or commitment. The final model explained a substantial
portion of the variance in turnover intention (R? = 57.3%), indicating strong
predictive relevance.

A summary of hypotheses is shown in Table 4:

Hypothesis Statement Result
H1 AS - TI Supported
H2 JSS — TI Supported
H3 OC—TI Supported
H4 JS—TI Supported
H5 AS — JS — TI (mediation) Supported
Hé6 JSS — JS — TI (mediation) Supported
H7 OC — JS — TI (mediation) Supported
HS8 PD moderates AS — JS Not Supported
H9 PD moderates JSS — JS Supported
H10 PD moderates OC — JS Not Supported
DISCUSSION

Overview of Findings

This study aimed to explore the organizational predictors of turnover intention
among healthcare professionals in Pakistan, with a specific focus on abusive
supervision, job stress, organizational commitment, job satisfaction, and power
distance. Utilizing PLS-SEM analysis, the study confirmed that all core predictors
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significantly influenced turnover intention, either directly or indirectly. Additionally,
job satisfaction played a mediating role, while power distance exhibited limited
moderation. The results align with existing theories such as Conservation of Resources
(COR) and Hofstede’s cultural dimensions, offering nuanced insights into the turnover
phenomenon in a high power-distance, resource-constrained healthcare
environment.

Interpretation of Direct Relationships

The results confirmed that abusive supervision significantly increased turnover
intentions. This finding corroborates prior research by Tepper (2000), which
emphasized the psychological harm caused by hostile supervisory behavior. In
Pakistan’s hierarchical healthcare environment, such behaviors are often left
unchecked due to social and cultural norms, exacerbating their impact. Healthcare
professionals working under toxic leaders are more likely to emotionally disengage,
which eventually translates into intentions to leave their jobs.

Similarly, job stress was positively associated with turnover intention. This
outcome reinforces the assumptions of COR theory, which suggests that when
individuals perceive consistent threats to their psychological and emotional resources,
they resort to withdrawal as a coping mechanism. Healthcare professionals in Pakistan
are frequently overworked, underpaid, and expected to perform under intense
pressure—conditions that naturally foster stress and burnout. The high turnover
intention in such environments is therefore both expected and urgent to address.

On the other hand, organizational commitment had a significant negative
relationship with turnover intention, aligning with previous findings by Meyer and
Allen (1991). Emotionally committed employees will be less likely to consider exit
actions, even in adversarial scenarios, because they are emotionally invested in the
organisation. Within the context of Pakistani healthcare, this means that fostering
belongingness, purpose, and loyalty among employees can serve as an effective
retention strategy.

Lastly, increasing job satisfaction significantly decreased employees’ turnover
intention, which, as expected, aligns with long-standing research observing employee
satisfaction as a driver of organisational stability. Healthcare professionals are likely
to endure remaining in their roles despite facing stressors because of other
organisational components. This highlights the fundamental service environment,
acknowledgement, control over one’s work, professional advancement opportunities,
and retention of medical staff.

Mediating Role of Job Satisfaction

The most profound finding of the study is the partial mediating role that job
satisfaction plays between abusive supervision, job stress, organisational commitment
and turnover intention. This finding follows the observations in the literature that job
satisfaction can act as a psychological buffer (Mackey et al., 2017). Employees who are
subjected to abusive supervision or high-stress environments may still postpone their
exit if they find some elements of their job rewarding or meaningful.

This form of mediation indicates that job satisfaction only partially mitigates
the organisation's dysfunction. Quite the opposite; job satisfaction only diminishes the
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severity of dysfunction in the organisation. Hence, increasing job satisfaction cannot
be the sole strategy towards high turnover.
Moderating Role of Power Distance

The study Hofstede's (1984) framework of power distance as a cultural
moderator. Interestingly, power distance moderated only one relationship — the
relationship between job stress and job satisfaction — but had no impact on abusive
supervision or organisational commitment. Findings of study have both practical and
theoretical relevance.

From a cultural perspective, high power distance indicates an acceptance of
hierarchy and authority, even if the figure in authority is behaving improperly. For
example, in Pakistan, it is the norm for employees at lower levels of the organisation
to endure unreasonable expectations or micromanagement from their managers.
Therefore, lack of significant moderation in the relationship between power distance
and abusive supervision could be indicative of some type of passive acceptance of
hierarchical abuse or normalisation of abuse.

Although in this case there seems to be an absence of institutional power,
moderation with job stress and job satisfaction shows the presence of some power
distance. In this case, it suggests that power distance does shape employees’ responses
to organisational challenges. In a strong power distance culture, employees might
regard harsh work environments as unavoidable, or “part of the system”, thus
lessening the negative impact on their job satisfaction. In moderation, this tolerant
attitude could lead to chronic unhappiness and burnout.

CONCLUSION

In a chronically understaffed country, this research aimed to explore the
organisational factors driving turnover intentions of healthcare personnel in Pakistan.
Employing a quantitative approach and structural equation modelling, the research
found that abusive supervision, job stress, and organisational commitment have
pronounced effects regarding the intent of healthcare employees to leave their
organisations. Moreover, job satisfaction was found to only partially mediate these
relationships, whereas power distance tended to have a slightly moderate influence.

The results strongly validate the application of the Conservation of Resources
(COR) theory to the context of Pakistan. As suggested by the COR framework,
employees facing chronic resource depletion emanating from toxic supervision,
relentless stress, or unmet expectations are highly susceptible to developing exit
intentions. The finding regarding the mediating role of job satisfaction underscores
the significance of employee satisfaction as a mitigator of workplace stressors.

Also notable is that power distance only moderates the relation job stress had
with job satisfaction, whereas it had no effect concerning abusive supervision and
commitment to satisfaction. The intricate culture of the organisation’s hierarchy
comes to the fore. Subordinates may, because of the disproportionate veneration of
authority, withstand certain negative behaviours, but emotionally, in respect of
satisfaction and burnout, they pay a heavy price.

The findings of this research suggest that in order to reduce turnover intentions
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in healthcare, a more comprehensive strategy is needed. It is important to address
organisational concerns such as leadership style or job demands, but there are also
sociocultural frameworks that need attention.

Recommendations

Methodologically, here is an example of how the problem of abusive
supervision can be addressed. Healthcare organisations need to improve ethical
leadership, emotional intelligence, and communication among the staff; therefore,
training modules should be developed. Furthermore, leaders need to be held
accountable beyond goal achievement. They ought to be held accountable for human
relations and respectful work environments as interpersonal culture. Organisations
need to offer stress management services such as flexible rotation scheduling,
employee assistance programmes (EAPs), and mindfulness workshops. The sufficiency
of resources and support offered positively correlates with elevated stress and overall
well-being.

Limitations And Future Research

While the study offers robust insights, it is not without limitations.
Generalisability is restricted due to the convenience sampling bias, alongside the self-
reported data. In addition, the cross-sectional design hinders determining the causal
relationships between the constructs.

Incorporating moderators such as emotional intelligence, leadership style, or
sector type (public vs. private) into the research framework can enhance the scope of
future research, along with adopting longitudinal designs that track turnover
behaviour over a prolonged timeframe.

REFERENCES

Adebayo, S. O., Akanbi, F. T., & Ukpere, W. I. (2020). Workplace stress and employee
turnover intention: Evidence from Nigerian hospitals. Journal of
Management Development, 39(6), 753-768.

Ahmad, K. U. R. (2018). Organizational Commitment and Ethical Conduct on Team
Performance: Evidence from Pakistan. International Journal of Academic
Research in Business and Social Sciences, 8(7), 328-339.

Ahmad, M. M., Qureshi, S. A., Bilal, M., & Rana, A. M. (2021). Dynamic Measuring
the Impacts of Financial Fragility on the Performance of Non-Financial Firms
Listed at the Pakistan Stock Exchange. International Transaction Journal of
Engineering, Management, & Applied Sciences & Technologies, 12(1), 1-10.

Ahmad, S., & Imran, M., (2024). Exploring the Drivers of Youth Unemployment in
Pakistan: A Comprehensive Review. Spry Journal of Economics and
Management Sciences (SJEMS), 2(1),12-21.
https://doi.org/10.62681/sprypublishers.sjems/2/1/2

Ahmad, S., (2023). Analyzing the Influence of Exchange Rate Dynamics on Foreign
Direct Investment in Pakistan: A 13-Year Analysis. Spry Journal of Economics
and Management Sciences (SJEMS), 1(2),122-132.
https://doi.org/10.62681/sprypublishers.sjems/1/2/5

679


https://doi.org/10.62681/sprypublishers.sjems/2/1/2
https://doi.org/10.62681/sprypublishers.sjems/1/2/5

Akhtar, N., Aslam, N., Hussain, S. Q., & Memon, A. (2021). Qualitative Analysis of
Diffusing ERE cycle in Teaching at Higher Education: Experiential Learning
Practices in Pakistan. Ilkogretim Online, 20(5), 7525-7539.

Ali, N., Bilal, M., Qureshi, S. A., Toru, N., & Rana, A. M. (2020). EMPIRICAL
INVESTIGATION OF PRIVATIZATION PROCESS IN PAKISTAN:
EVIDENCE FROM STATISTICAL EXPERIENCE. Sarhad Journal of
Management Sciences, 6(2), 385-402.

Ali, W., Javaid, R., Alj, S., Akram, Y., & Haq, A. U. (2019). Influence Of Life Events
On The Financial Satisfaction Of Individuals. IBT Journal of Business Studies
(JBS), 15(1), 123-137.

Alrawashdeh, M., Al-Tahat, M., & Al-Shboul, M. (2021). The mediating role of job
satisfaction in the relationship between abusive supervision and turnover
intention. International Journal of Organizational Analysis, 29(2), 346-361.

Amir Alvi, M., Hussain Chughtai, S., & Ul Haq, A. (2015). Co-movement of Pakistan
stock market with the stock markets of major developed countries which have
portfolio investment in Pakistan. Management Studies and Economic
Systems, 2(1), 72-84.

Ansari, R., Akhtar, N., & Hafeez, A. (2024). Exploring the Perceptions of Secondary
School Teachers on Teaching Licenses in Sindh: A Qualitative
Study. International Journal of Social Science & Entrepreneurship, 4(3), 126-
147.

Aryee, S., Sun, L. Y., Chen, Z. X., & Debrah, Y. A. (2007). Antecedents and outcomes
of abusive supervision: Test of a trickle-down model. Journal of Applied
Psychology, 92(1), 191-201.

Azhar, Z. (2024). Blockchain as a Catalyst for Green and Digital HR Transformation:
Strategies for Sustainable Workforce Management. Open Access Library
Journal, 11(9), 1-22

Azhar, Z. (2024). The Role of Chatbots in Enhancing Job Seekers' and Employee
Experience: A Case Study on CV Warehouse. The Journal of Social Sciences
Research, 10(4), 23-35.

Azhar, 7., Igbal, T., & Imran, M., (2025). The Role of Ethical Leadership in HRM-
driven Corporate Social Responsibility (CSR). Journal of Management &Amp;
Social Science, 2(1), 158-176.

Azhar, Z., Nawaz, H., Malik, A. S., & Zaidi, M. H. (2022). Strategic Impact of Cloud
Computing on HR Transformation. International Journal of Social Science &
Entrepreneurship, 2(2), 546-576. https://doi.org/10.58661/ijsse.v4i4.336

Bukhari, F. H., Ahmad, H., & Hanif, H. (2021). Sectoral Herding and Contagion effect:
Pre and during COVID-19 crisis. VFAST Transactions on Education and Social
Sciences, 9(4), 143-152.

Faisal, M., Qureshi, S. S., & Shah, S. M. A. (2025). HR’s Role in Financing Green Supply
Chain Transformations. Bulletin of Management Review, 2(1), 271-303.

680


https://doi.org/10.58661/ijsse.v4i4.336

Farooq, S., Khan, M. L., Bhatti, M. L., & Afzal, R. (2021). Peer Tutoring Rather than
Traditional Lecture Method: A Phenomenological Study. Turkish Online
Journal of Qualitative Inquiry (TOJQI), 12(10), 3664-3674.

Fatima, S., Khan, M. L., & Kousar, R., (2024). Emotional Intelligence, Religiosity and
Quality of Life among University Students. Journal of Social &Amp;
Organizational Matters, 3(2), 455—471. https://doi.org/10.56976/jsom.v3i2.94

Feng, Y., Rana, A. M., Bashir, H., Sarmad, M., Rasheed, A., & Ayub, A. (2023). What’s
love got to do with it? How does workplace romance provoke workplace
ostracism and interpersonal conflict? International Journal of Conflict
Management, 34(4), 773-800.

Hafeez, S., Khan, M.L. and Jabeen, S. (2024). Authoritarian Parenting and Social
Anxiety: The Moderating Role of Self-esteem, Introversion and Religious
Coping. Journal of Policy Research. 10, 1 (Mar. 2024), 1-11.
https://doi.org/10.61506/02.00161

Hafeez, S., Rana, A. M., Chaudhry, R. M., Khan, M. A., Ahmad, H. M., & Rehman, K.
U. (2011). Perspectives of entrepreneurial orientation with the quality of life.
Journal of Economics and Behavioral Studies, 3(6), pp. 381-387.

Haider, M., Rasli, A. M., Akhtar, C. S., Yusoff, R. M., Malik, M. A. R., & Aamir, A.
(2018). The influence of organizational commitment on turnover intention of
public sector employees in Pakistan. International Journal of Human
Resource Studies, 8(4), 248-264.

Hair, J. F., Hult, G. T. M., Ringle, C. M., & Sarstedt, M. (2014). A Primer on Partial
Least Squares Structural Equation Modeling (PLS-SEM). Sage Publications.

Hanif, H. (2024). Dynamic modeling of marginal expected shortfall under economic
sensitivity: empirical evidence from Pakistan. South Asian Journal of Business
Studies, 13(2), 303-322.

Hanif, H., Abdin, S. Z., & Mirza, B. K. (2019). The Dynamic Relationship between
Working Capital Management and Financial Performance: Evidence from
Asia. Journal of Business & Economics, 11(2), 75-85.

Hanif, H., Naveed, M., & Rehman, M. U. (2017). Modeling Systemic Risk in a
Developing Economy: Application of Marginal Expected Shortfall. Journal of
Managerial Science, 11(4), 261-282.

Hagq, A. U. (2012). Satisfaction towards Customer Loyalty in Auto-Mobile Industry of
Pakistan. Int. J. Manag. Bus. Res, 2(4), 363-371.

Hagq, A. U., Malik, S., Ullah, A., & Shah, S. M. A. (2024). Empowering Diversity: The
Transformative Role of Inclusive Leadership in Modern Management. Journal
of Business and Management Research, 3(1), 876-891.

Haq, A., Bilal, M., & Qureshi, S. A. (2020). Moderating effect of corruption in
relationship of cash holding and corporate governance with firm’s
performance: Evidence from Pakistan. Journal of Managerial Sciences, 14(3),
14-26.

681


https://doi.org/10.56976/jsom.v3i2.94
https://doi.org/10.61506/02.00161

Hofstede, G. (1984). Culture’s Consequences: International Differences in Work-
Related Values. Sage Publications.

Huda, N. u., Khan, M. L., & Afzal, S. (2024). Emotional Intelligence, Conflict
Resolution and Self Efficacy among Children of Working and Non-Working
Mothers. Global Educational Studies Review, IX(II), 156-168.
https://doi.org/10.31703/gesr.2024(IX-1I).16

Iftikhar, N., Igbal, N., & Hanif, H. (2021). The Nexus among Competition, Risk and
Performance in Banking Sector of Saudi Arabia. Journal of Economic
Impact, 3(3), 196-201.

Imran, M., Ahmad, N., Al-Harthy, A. A. Q., & Jat, Z. G. (2023). Early Identification
and Intervention: Amplifying the Voice of Slow Learners. AITU Scientific
Research Journal, Volume. 1, Issue. 4,

Imran, M., Zaidi, S.S., & Rehan, F., (2024). The Impact of Excessive Internet Usage on
the Emotional Maturity of Adolescents: A Case Study in Pakistan. Spry Journal
of  Humanities and  Social  Sciences  (SJHSS), 2(1), 1-20.
https://doi.org/10.62681/sprypublishers.sjhss/2/1/1

Irshad, A. F., Khan, M. L., & Mahmood, T. (2024). Social Emotional Competence,

Religiosity, and Pro-Social Behavior Among Adolescents. Global Sociological
Review, IX(II), 153. https://doi.org/10.31703/gsr.2024(IX-II).14

Islam, M. U., Ahmad, M., & Hanif, H. (2020). The Role of Heuristics Toward Stock
Market Anomalies (Finding at Individual Investors). Abasyn University
Journal of Social Sciences, 13(1).

Janjua, Z. A., Shah, S. M. A., Khan, R., & Rashid, A. (2025). Ethical Leadership
Strategies for Integrating AI Cloud Services in HRM. Center for Management
Science Research, 3(1), 274-292.

Kayani, J. A., Faisal, F., Khan, S., & Anjum, T. (2023). Analysing Consumer’s Intention
to Buy Bottled Drinking Water in Pakistan Through Integrated Marketing
Communication Framework. Journal of Business and Management
Research, 2(2), 881-902.

Khan, M. L., Sarfraz, A., & Afzal, R. (2019). Vulnerability to Emotional Problems
among the Parents of the Children with life-threatening Illness and
Developmental Disabilities. Pakistan Social Sciences Review, 3(1), 544-553.

Khan, M. T., Sarfraz, S., & Husnain, M. (2021). The impact of female directors on
board, and female ceo on firm performance: empirical evidence from emerging
economy. Journal of Business and Social Review in Emerging Economies, 7(3),
711-723.

Khan, S., iftikhan, K., Faroog, S., & Mehmood, R. (2021). The impact of greenwash on
consumer green purchase behavior: moderating role of green brand
loyalty. PJAEE, 18(10), 869-880.

Khan, U. S. D. Z. U,, & Khan, S. (2020). Impact of Employees’ Behavior on Sales: A
Case Study of L’oreal Pakistan. Pakistan Social Sciences Review, 4(1), 907-917.

682


https://doi.org/10.31703/gesr.2024(IX-II).16
https://doi.org/10.62681/sprypublishers.sjhss/2/1/1
https://doi.org/10.31703/gsr.2024(IX-II).14

Khattak, M. A., & Ahmad, A. (2016). Impact of organizational commitment on
intention to leave among medical officers in public hospitals of Pakistan.
Pakistan Journal of Commerce and Social Sciences, 10(2), 397—4009.

Locke, E. A. (1976). The nature and causes of job satisfaction. In M. D. Dunnette (Ed.),
Handbook of Industrial and Organizational Psychology (pp. 1297-1349).
Rand McNally.

Mackey, J. D., Frieder, R. E., Brees, J. R., & Martinko, M. ]J. (2017). Abusive
supervision: A meta-analysis and empirical review. Journal of Management,
43(6), 1940-1965.

Malik, F., Irfan, S., Saba, S., Mumtaz, L., & Nasir, H. (2025). Consumers Spirituality
Towards Green Purchase Intention: Mediating Role of Perceived Consumer
Effectiveness and Moderating Role of Religious Commitment. Journal of
Management & Social Science, 2(1), 138-157.

Malik, F., Kamran, S., & Sarfraz, S. (2022). EXPLORATORY FACTOR ANALYSIS OF
INTERNAL RESOURCE BASED VIEW FOR NEW PRODUCT
DEVELOPMENT PROCESS IN PAKISTAN'S MANUFACTURING
SECTOR. Pakistan Journal of Social Research, 4(2), 222-233.

Meyer, J. P., & Allen, N. J. (1991). A three-component conceptualization of

organizational commitment. Human Resource Management Review, 1(1),
61-89.

Meyer, J. P., Stanley, D. J., Herscovitch, L., & Topolnytsky, L. (2002). Affective,
continuance, and normative commitment to the organization: A meta-
analysis of antecedents, correlates, and consequences. Journal of Vocational
Behavior, 61(1), 20-52.

Mitchell, M. S., & Ambrose, M. L. (2007). Abusive supervision and workplace
deviance and the moderating effects of negative reciprocity beliefs. Journal of
Applied Psychology, 92(4), 1159-1168.

Mobley, W. H., Horner, S. O., & Hollingsworth, A. T. (1978). An evaluation of
precursors of hospital employee turnover. Journal of Applied Psychology,
63(4), 408-414.

Mosadeghrad, A. M. (2013). Occupational stress and turnover intention: Implications
for nursing management. International Journal of Health Policy and
Management, 1(2), 169-176.

Naseer, M., Khan, S., Khan, R., & Minhas, A. A. (2021). Employee Retention and Job
Satisfaction in the Era of Transformative Marketing: An Investigation in
Context of Pakistan. International Journal of Management (IJM), 12(2), 640-
653.

Naseer, M., Raja, U., Syed, F., Donia, M. B. L., & Darr, W. (2018). Perils of being close
to a bad leader in a bad environment: Exploring the combined effects of
despotic leadership, leader member exchange, and perceived organizational
politics on behaviors. The Leadership Quarterly, 29(2), 193-204.

Noor, N., Khan, M. M., Irfan, M., & Shah, S. M. A. (2024). Diversity Management

Practices and Inclusive Work Environment: A Study of Employees Working

683



in Banking and IT Sectors. International Journal of Social Science &
Entrepreneurship, 4(2), 298-316.

Raja, S. S., Arslan, A., & Hussain, S. M. (2024). Rural Micro-entrepreneurship and
Asset Management Support by a Locally Embedded Civil Society Organization:
An Exploratory Case Study in Pakistan. In Alternative Finance (pp. 61-72).
Routledge.

Raja, S. S, Raju, V., Husnain, M., Sarfraz, S., Malik, F., & Raja, S. S. (2022). Framework
for sustainable rural development through entrepreneurial initiatives in
emerging economies. Sustainability, 14(19), 11972.

Rasheed, J., & Kiani, M. N. (2024). Measuring The Impact Of Perceived Authentic
Leadership On Innovative Work Behavior: The Mediation Moderation
Analysis. Journal of Business and Management Research, 3(3), 352-376.

Shah, S. F. U, & Saba, S. (2024). HOSPITALSINTERNAL DISASTERS
PREPAREDNESS: A STUDY FROM PRIVATE SECTOR HOSPITALS OF
ISLAMABAD, PAKISTAN. Insights-Journal of Health and Rehabilitation, 2(2
(Health & Allied)), 255-263.

Shah, S. M. A., Qamar, M. R., Ahmed, S., & Imran, M. (2025). Nepotism and
Favoritism in HR Practices: Implications for Organizational Politics in
Pakistan. Journal of Management & Social Science, 2(1), 177-194.

Shah, S. M. A., Raja, S. S., Shahzadi, S., & Naseer, S. (2024). Talent Management
Strategies Effect The Approach Of Social Entrepreneurs And Organisational
Effectiveness: A Case Study Of Pakistan. Journal of Business and Management
Research, 3(3), 58-84.

Shoaib, M., Raja, S. S., Raja, S. S., & Raja, S. S. (2024). Mapping The High-Quality
Development In Project Management: A Bibliometric Analysis. Journal of
Business and Management Research, 3(1), 1111-1140.

Spector, P. E. (1997). Job satisfaction: Application, assessment, causes, and

consequences. Sage Publications.

Sultana, Z., Ahmed, S., & Imran, M. (2024). Corporate Social Responsibility (CSR)
Reporting in Pakistan: Insights from Stakeholder Perspectives. Spry Journal of
Economics and Management Sciences, 2(1).

Tepper, B. J. (2000). Consequences of abusive supervision. Academy of Management

Journal, 43(2), 178-190.

Tett, R. P, & Meyer, J. P. (1993). Job satisfaction, organizational commitment,
turnover intention, and turnover: Path analyses based on meta-analytic
findings. Personnel Psychology, 46(2), 259-293.

World Health Organization (WHO). (2014). Global Health Workforce Statistics
Database. Geneva: WHO.

Zainab, E., Raja, S. S., Raja, S. S., & Raja, S. S. (2023). The Impact of Strategic Choices

on Firm Performance: Empirical Evidence from Pakistan. Journal of Business
and Management Research, 2(2), 1184-1200.

684



