
O R I G I N A L  R E S E A R C H

Primary Healthcare Pharmacists’ Perceived 
Organizational Support and Turnover Intention: 
Do Gender Differences Exist?
Ziqing Li*, Jiayuan Liu*, Haotao Li, Yuankai Huang, Xiaoyu Xi

The Research Center of National Drug Policy and Ecosystem, China Pharmaceutical University, Nanjing, People’s Republic of China

*These authors contributed equally to this work 

Correspondence: Yuankai Huang; Xiaoyu Xi, The Research Center of National Drug Policy and Ecosystem, China Pharmaceutical University, Longmian Avenue 
639, Jiangning District, Nanjing, 211198, People’s Republic of China, Email hyk@cpu.edu.cn; xixy@cpu.edu.cn 

Purpose: This study aims to explore the relationship between the four-dimensional structured perceived organizational support (emotional 
support, instrumental support, supervisor support, and coworker support) and the turnover intention of pharmacists in primary healthcare 
institutions. The gender differences between perceived organizational support and turnover intention will also be examined.
Methods: A cross-sectional study was conducted in primary healthcare institutions of 31 cities in China from 2 July to 
1 September 2021. And the binary logistic regression model was employed for data analysis.
Results: 937 valid questionnaires are allocated from pharmacists in primary healthcare institutions. The regression results indicated 
that emotional support (b=0.073, p<0.001) has a significant influence on pharmacists’ turnover intention, and the effect of supervisor 
support (b=0.173, p=0.046) on pharmacists’ turnover intention differs by gender.
Conclusion: These findings offer suggestions for the management and stabilization of pharmacists in primary healthcare institutions. 
It is suggested that specific measures should be taken to increase pharmacists’ perceived organizational support and reduce their 
turnover intention. At the same time, gender differences need to be taken into consideration by the managers when providing perceived 
organizational support to reduce their turnover intention through adaptive management.
Keywords: primary healthcare pharmacist, turnover intention, perceived organizational support, emotional support, supervisor 
support, gender

Introduction
In China, primary healthcare pharmacists are the main provider of pharmacy services, they assist physicians in 
prescribing and guaranteeing rational medication for patients. Therefore, primary healthcare pharmacists play an 
increasingly vital role in the healthcare system. However, most primary healthcare institutions in China do not place 
adequate value on pharmaceutical services. Pharmacists’ routine works are only to fill the physicians’ prescriptions and 
provide patients brief explanations of the medication cautions.1 Moreover, patients are more inclined to trust physicians 
than pharmacists in primary healthcare institutions,2 which makes it challenging for them to accept pharmacists’ advice 
and guidance. As a result, primary healthcare institutions experience a high turnover of pharmacists. High turnover and 
low retention rates of healthcare pharmacists not only exists in China but also in developed countries.3 This phenomenon 
is detrimental to the quality of pharmaceutical service, which poses a risk to patients and public health services.

Previous studies have shown that turnover intention is the strongest predictor of employees’ actual turnover 
behavior.4–6 Turnover intention is an individual’s motivation to leave the organization or change jobs over a certain 
period of time, and it is directly related to turnover behavior.7 The higher turnover intention among primary healthcare 
pharmacists can decrease their work efficiency, weaken the quality of pharmaceutical care and delay the construction of 
a high-level team with professional pharmaceutical skills in primary healthcare institutions. To reduce pharmacists’ 
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turnover and change their turnover behavior, it is crucial for managers to learn about the factors that significantly 
influence turnover intention.8

According to the current research, perceived organizational support is significantly related to turnover intention.8,9 

Eisenberger et al first developed the term “perceived organizational support”. It refers to the employees’ overall feelings 
and beliefs about how the organization views their contribution and cares about their interests. A High level of perceived 
organizational support can enhance employees’ sense of self-identity, belonging, and responsibility, thus making them 
closely related to their organization.10,11 Organization provides pharmacists the opportunities to participate in clinical 
medication and values their productivity and contributions, enabling pharmacists to be more fulfilled and productive at 
work.12 Meanwhile, pharmacists who seldomly perceived care and support from organizations may have a relatively 
higher turnover intention on their work for the feeling of difficulty to realize their self-worth.13 As a main psychological 
status of employees, perceived organizational support has a significant connection with employees’ work-related 
behavior. Attention to employees’ perceived organizational support can help increase their work engagement and 
enhance their relationship with the organization. As for primary healthcare pharmacists in China, organizations’ attention 
and care can help to improve their work enthusiasm, realize the full mission of their work, better guarantee the safety of 
patients, and promote the development of social public health. Therefore, it will be meaningful to see how the perceived 
organizational support of primary healthcare pharmacists affects their turnover intention. Additionally, the specific 
content of organizational support is various in different regions. Most western studies regarded perceived organizational 
support as a one-dimensional structure. However, perceived organizational support was often considered a multi- 
dimensional structure in China.14 One possible reason is that employees attach great importance to and are sensitive 
to interpersonal support from supervisors and colleagues under the influence of Chinese traditional culture of “strict 
relationship between supervisors and subordinates, and cooperative and win-win relationships between colleagues”.15 

Hence, the multi-dimensional perceived organizational support seems to be more suitable for Chinese employees.
Perceived organizational support and turnover intention are both psychological states of employees. Men and women 

experience these two psychological states differently. Previous studies have demonstrated that women are better able than 
men to detect organizational support.16,17 Perhaps due to gender differences, men are more independent and prefer to 
ignore the opinions and support of others at work. While women prefer to work in a harmonious and congenial 
atmosphere and are more receptive to the opinions and support of others.17 Additionally, Deng’s study about physicians’ 
turnover intentions found that there are certain differences in turnover intention between men and women in the same 
organization as well.18 However, there is no known study discussing the effect of gender differences on the relationship 
between perceived organizational support and turnover intention in the field of primary healthcare.

At present, the research on perceived organizational support and turnover intention in primary healthcare institutions 
is still at a blank stage. It is necessary to study primary healthcare pharmacists’ perceived organizational support and 
turnover intention because of their growing significance in the field of public health. To fill the research gap, this study 
examined the relationship between primary healthcare pharmacists’ perceived organizational support and turnover 
intention and investigated whether the relationship differs according to gender. This study aims to reduce primary 
healthcare pharmacists’ turnover intention and provide a theoretical basis for the sustained supply of primary pharma-
ceutical care. Moreover, this study also makes a significant contribution to the diversification management of primary 
healthcare institutions by introducing gender factors. Finally, the current study hopes to enrich the literature on the 
relationship between perceived organizational support and turnover intention and the impact of gender on this relation-
ship from the primary healthcare perspective. Figure 1 shows the structural model of this study.

Theoretical Background and Hypothesis Development
Turnover Intention and Perceived Organizational Support
Turnover intention is defined as “the probability of changing jobs within a certain period”, which is an important 
predictor of employees’ propensity to change jobs. Besides, it can also be regarded as a warning sign before employees’ 
actual turnover.4,19–21 In the healthcare system, researchers reported that healthcare workers’ turnover intention happened 
before the turnover behavior.22–24 Many studies identified that pharmacists’ turnover intention is influenced by many 
factors which can be divided into individual factors (gender, age, or educational background) and organizational factors 
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(job satisfaction, job stress, perceived organizational support, or career development opportunities).25–31 For primary 
healthcare pharmacists who are neglected in the organization, the organization’s attention and care determine their 
turnover intention to a large degree. Therefore, it is an effective measure to influence the turnover intention of 
pharmacists through perceived organizational support in primary healthcare institutions. However, there are different 
opinions about the relationship between perceived organizational support and the turnover intention of pharmacists. In 
Arndt’s study,32 perceived organizational support had a significantly negative effect on turnover intention. However, two 
other studies proposed that it was not related to pharmacists’ turnover intention if other factors were present in the 
model.33,34 In conclusion, the relationship between perceived organizational support and turnover intention of primary 
healthcare pharmacists remains to be explored.

Perceived organizational support was first coined by Eisenberger et al35 (1986) and was defined as “the general 
perception of employees that the organization values their contribution and cares about their well-being and develop-
ment”. At present, there are two views on the dimensional structure of perceived organizational support: one-dimensional 
structure and multi-dimensional structure. Eisenberger is a representative of those who support one-dimensional 
structured perceived organizational support.35 He held that employees’ perceived organizational support is formed 
when organizational behaviors are regarded as holistic behaviors, which only reflects the holistic support perceived by 
employees at the organizational level. As for the multi-dimensional structure of perceived organizational support, 
scholars have different viewpoints. McMillan supplemented Eisenberger’s view and suggested that perceived organiza-
tional support can be divided into emotional support and instrumental support from the nature of support.36 Ling et al37 

divided perceived organizational support into work support and life support. Chen studied the perceived organizational 
support of Chinese knowledge workers and proposed that the perceived organizational support, in a broad sense, consists 
of four dimensions: emotional support, instrumental support, supervisor support, and coworker support.14 Bao came up 
with a multi-dimensional perceived organizational support model suitable for Chinese employees after reviewing the 
previous representative views on the dimension division of perceived organizational support.38 He considered that 
perceived organizational support is composed of system support, supervisor support, and coworker support. 
Furthermore, supervisor support is divided into task-oriented support and relationship-oriented support, and coworker 
support is divided into work support and life support. Based on the above research, this study defines perceived 
organizational support as emotional support, instrumental support, supervisor support, and coworker support with the 
consideration of the context of Chinese organizational culture.

According to the social exchange theory, individuals and the organization interact and exchange interests in 
a relationship where both parties pursue their interests.39 When an organization recognizes the contributions and 
achievements of its members and attaches importance to its employees’ welfare and treatment, in turn, they are more 
motivated to work and loyal to the organization.40 In other words, the organization provides both mental support and 
material support, which can motivate employees to stay and continue working and reduce their turnover intention.41 

A higher perceived organizational support can motivate employees to make efforts to achieve organizational goals, thus 
reducing their turnover intention.42 Perceived organizational support has direct and indirect effects on turnover intention.8 

Figure 1 Research model.
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It creates a self-identity among employees that they are an important part of the organization. The stronger the 
employees’ perceived organizational support is, the less likely they are to find a new job or leave their current 
position.43 Whereas the faint perceived organizational support leads to turnover intention.31 Overall, perceived organiza-
tional support harms employees’ turnover intention and motivates them to stay.40 Based on the existing literature, this 
study argues that perceived organizational support could negatively influence turnover intention in primary healthcare 
institutions. Therefore, we propose the first hypothesis as follows:

Hypothesis 1: There will be a significant negative relationship between perceived organizational support and pharma-
cists’ turnover intention.

Perceived Organizational Support, Turnover Intentions, and Gender
Previous studies have demonstrated that men and women have different perceived organizational support and turnover 
intention.16,44,45 These differences are possibly due to the gender differences projected in employees’ working attitudes 
and behaviors.16,46 Compared with men, women are more socially oriented and more likely to establish supportive 
relationships with superiors and coworkers. And they also pay more attention to emotional support during work because 
of their sensitive perception towards emotions.47–50 Thus, women may be more receptive to perceived organizational 
support than men. However, previous studies showed that when men feel strong organizational support, especially 
support from supervisors, they will be more actively involved in their work. This phenomenon is possible because men 
focus more on their status and value in the organization.51 At present, some studies have indicated that gender may play 
a potential moderate role between perceived organizational support and turnover intention, but the findings were 
inconsistent. One study found that women will be more actively involved in work than men when women feel supported 
by the organization and then their turnover intention will be reduced.52 But the result was just the opposite in textile and 
apparel manufacturing firms. Although women have higher perceived organizational support than men, they still have 
higher turnover intention than men.16 This difference may stem from the high-performance work system of the 
organization and the special physiological activities of women, such as pregnancy and childbirth. Thus, the second 
hypothesis in the present study was formulated as follows:

Hypothesis 2: The effects of perceived organizational support on turnover intention differ by gender.

Materials and Methods
Data Collection
The study was conducted between 2 July and 1 September 2021 in primary healthcare institutions in 31 cities in China. 
The researcher contacted potential respondents recommended by institution managers by telephone and explained the 
purpose and content of the study. After they consented to participate, pharmacists’ basic information will be collected to 
ensure that the respondents met the inclusion criteria. To ensure the quality of the research, two data reviewers were 
recruited for this study to review the uploaded questionnaires in real-time. A total of 1500 completed questionnaires were 
sent out and eventually 1206 questionnaires were returned, with a response rate of 80.4%. Due to missing values, the 
final valid sample size was 937.

Sample
Among the respondents in the sample, 64.03% were female. The average age of respondents was 38.7 years (SD = 7.96) 
with the largest proportion (41.30%) in the 35–44 age group. The average organizational tenure was 13 years (SD=7.86). 
The average Annual Salary was ¥78,000 (SD=5.60) with nearly half earning between ¥50,000 and ¥100,000 per year 
(49.4%). The majority of their professional titles were junior titles (51.7%). Concerning their education, more than half 
of pharmacists have bachelor’s degrees (56.99%). In addition, more than half of the sample were permanent personnel 
(61.47%) and married pharmacists make up the majority (85.59%). The proportion of the sample’s gender, age, 
education, and title was similar to the proportion of them in the 2019 statistics of China pharmacists, so the sample is 
representative of the population in China to some extent.
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Measure
Turnover Intention
Turnover intention was measured by a single item: “Have you ever wanted to leave your job?” which has been widely 
used in previous studies.53,54

Perceived Organizational Support
The perceived organizational support scale was developed by Chinese scholar Chen (2006) for Chinese knowledge 
workers based on studies of Eisenberger, Ling, House, and Yoon.14,35,55–57 It contains 16 items in four dimensions: 
emotional support, instrumental support, supervisor support, and coworker support. The emotional support dimension 
contained seven items, while the other three dimensions all contained three items. Items were rated on a 7-point Likert 
scale (from 1 = very strongly agree to 7 = disagree), with higher scores indicating lower perceived organizational 
support. The Cronbach’s alpha for this scale is 0.923, showing high internal consistency reliability.

Control Variables
The gender (male=0, female=1) was included as a control variable as it may influence perceived organizational support 
and turnover intention.26,45,58 Furthermore, this study also includes the above demographic variables considering that 
education, professional title, the form of employment, marital status, age, organizational tenure, and annual income may 
also have an impact on turnover intention.59–62 Among them, the professional title is a sign reflecting the technical level 
and working ability of pharmacists.

Analytical Techniques
Descriptive statistics on the demographic variables were performed using Excel. Stata 15.0 was used to perform statistical 
analyses and descriptive statistics such as means, standard deviations, and correlations between key variables. As the 
turnover intention was a dichotomous variable, the binary logistic regression model was employed for data analysis. In 
addition, the model introduced gender as a moderator variable to explore the differences in the effects of perceived 
organizational support on turnover intention. P-values < 0.05 and 95% CI was used to indicate statistical significance.

Results
Descriptive Statistics
The means, standard deviations, and correlation of the study’s variables are reported in Table 1. The results showed that there were 
correlations between the four dimensions of perceived organizational support and turnover intention. Table 2 presents descriptive 
statistics for each item of the perceived organizational support questionnaire. Among them, the mean scores of the two questions 
“The organization cares about my personal development” (2.84±1.35) and “The organization cares about my personal feelings” 
(2.82±1.32) were higher than others, indicating that the primary pharmacists felt that they are least supported in these two aspects. 
In addition, the mean scores of “The organization cares about my welfare” (2.74±1.25), “The organization respects my goals and 
values” (2.68±1.29), “The organization will try its best to provide me with the staff and information support I need to do my job” 
(2.65±1.32), and “my supervisors care about my welfare” were also high, which reflected that pharmacists’ perceived fewer 
feelings of support from the organization in terms of welfare, training, and respect. Overall, among the four dimensions, the 
emotional support dimension had the highest mean score and the coworker support dimension had the lowest mean score, 
indicating that pharmacists had the lowest perceived emotional support and the highest perceived colleague support.

Determinants of Respondents’ Turnover Intention
Logistic regression was performed on the relationship between perceived organizational support and turnover intention in 
Table 3 Model 1. The results showed that emotional support was a positive main effect (OR=1.08, p<0.01). Previous studies 
have also shown a significant relationship between emotional support and turnover intention.63–66 We also noticed that gender 
had a positive and statistically significant relationship with turnover intention (OR=0.70, p=0.04) in this study. Furthermore, 
to explore whether the relationship between perceived organizational support and pharmacists’ turnover intentions differs by 
gender, we respectively included the interaction between gender and the four dimensions of perceived organizational support 
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Table 1 Correlations of All the Variables

Mean SD 1 2 3 4 5 6 7 8 9 10 11 12 13

1 Turnover Intention 0.25 0.01 1.00
2 Emotional support 18.57 0.25 0.29*** 1.00

3 Instrumental support 7.79 0.12 0.25*** 0.83*** 1.00

4 Supervisor support 7.91 0.12 0.26*** 0.82*** 0.80*** 1.00
5 Coworker support 6.7 0.1 0.18*** 0.67*** 0.64*** 0.73*** 1.00

6 Age 38.72 0.26 −0.10** −0.09** −0.05 −0.03 −0.02 1.00

7 Years of experience as a pharmacist 12.97 0.26 −0.07* −0.08* −0.08 −0.04 −0.05 −0.02*** 1.00
8 Annual income 7.78 1.83 0.04 0 −0.03 0.02 0.03 0.01 0.00 1.00

9 Gender 0.64 0.02 −0.04 0.05 0.01 0.01 −0.01 −0.19*** −0.15*** −0.11*** 1.00

10 Title 0.58 0.02 −0.04 −0.04 −0.03 −0.04 0.02 0.35*** 0.36*** 0.12*** −0.06 1.00
11 Permanent personnel 0.39 0.02 0.08* 0.04 0.00 0.01 0.02 −0.23*** −0.24*** −0.03 0.08* −0.23*** 1.00

12 Education 1.63 0.02 −0.01 −0.03 −0.05 −0.19 −0.02 −0.22*** −0.26*** 0.28*** 0 0.16*** −0.01 1.00

13 Marital status 0.89 0.01 −0.06* −0.04 −0.05 −0.04 −0.04 0.46*** 0.36*** −0.03 0.03 0.21*** −0.14*** −0.06 1.00

Notes: *p<0.05, **p<0.01, ***p<0.001; 
Abbreviation: SD, standard deviation.
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in model 2. From the results, we found that the interaction between gender and supervisor support is statistically significant 
(OR=0.84, p=0.05). This finding implied that gender moderates the relationship between supervisor support and turnover 
intention. As depicted in Figure 2, the slope of the relationship between supervisor support and turnover intention was steeper 
for the male group and flatter for the female group, which suggested that the relationship between supervisor support and 
turnover intention was stronger for men than for women. At the same time, the interaction between another three dimensions 
and gender was not statistically significant. Thus, the effect of emotional support, instrumental support, and coworker support 
on China’s primary healthcare pharmacists’ turnover does not differ by gender in this research.

Discussion
This study first explored the relationship between multi-dimensional structured perceived organizational support 
and turnover intention of pharmacists in primary healthcare institutions. And we further determined whether 
gender differences moderate this relationship. In addition, the proportion of the sample’s gender, age, education, 
and professional title in the study is similar to the proportion of them in the 2019 statistics of China pharmacists, 
which shows the representativeness of the sample. The findings of this research fill the gaps of studies on the 
relationship between multi-dimensional structured perceived organizational support and turnover intention, and 
provide a reference for primary healthcare institution managers to stabilize and motivate the healthcare workers.

Emotional Support, Instrumental Support, Supervisor Support, Coworker Support, 
and Turnover Intention
First, the findings showed that increasing emotional support would in turn decrease the turnover intention of pharmacists 
in primary healthcare institutions. However, the level of emotional support of pharmacists surveyed in this research was 
the lowest among the four dimensions. This indicates the lack of respect and attention for primary healthcare pharmacists 
in China currently and leads to the high turnover intention of pharmacists. Emotional support is an intangible emotional 
resource. It can not only make employees feel valued and respected but also make employees feel that the organization 

Table 2 Descriptive Statistics of the Sense of Organizational Support Questionnaire

Min Max Mean SD

Emotional support 1 7 2.65 0.42
The organization cares about my welfare 1 7 2.74 1.25

The organization respects my opinion 1 7 2.59 1.24

When I meet difficulties in my work, the organization will help me 1 7 2.35 1.15
When I meet difficulties in my life, the organization will help me 1 7 2.60 1.29

The organization cares about my personal development 1 7 2.84 1.35

The organization cares about my personal feelings 1 7 2.82 1.32
The organization respects my goals and values 1 7 2.68 1.29

Instrumental support 1 7 2.60 0.43

The organization will try its best to provide me with a good working environment and facilities 1 7 2.56 1.26

The organization will try its best to provide me with the staff and information support I need to do my job 1 7 2.65 1.32
The organization will make every effort to provide me with the training or related support I need to do my job 1 7 2.59 1.31

Superiors support 1 7 2.64 0.43
My supervisors are willing to listen to the problems I encounter at work 1 7 2.58 1.28

My supervisors care about my welfare 1 7 2.76 1.34

I get help from my supervisor when I am in trouble 1 7 2.57 1.26

Coworker support 1 7 2.23 0.36

My coworkers are willing to listen to the problems I encounter at work 1 7 2.31 1.12
My coworkers are very helpful to me in my work 1 7 2.27 1.10

My coworkers are willing to help when I am in trouble 1 7 2.12 1.03
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recognizes their contributions and cares about their welfare and personal development.67 In China, primary healthcare 
institutions generally neglect the importance of pharmacy services and ignore the vital role of pharmacists in the process 
of clinical medication. Therefore, it is a common phenomenon that pharmacists in primary healthcare institutions are 
more engaged in drug supply rather than rational medication.12 Additionally, the status of pharmacists in medical 
institutions is generally lower than doctors,67 and they receive less attention, support, and benefits.68 These may 
contribute to the low emotional support perceived by pharmacists. With the implementation of the “hierarchical 
healthcare system” in China,69 the importance of primary pharmaceutical service has increased. To meet all the 
requirements and guarantee service quality, pharmacists should participate in more prescription reviewing and clinical 
medication. Meanwhile, primary healthcare institutions are paying more attention to pharmacists, which makes primary 
pharmacists have higher expectations of their value. As a result, pharmacists perceived emotional support has an 
increasingly significant impact on their turnover intention.

Secondly, the results indicated that instrumental support, supervisor support, and coworker support had no significant effect on 
the primary pharmacists’ turnover intention. In performing pharmaceutical service, primary healthcare pharmacists need to make 
use of certain hardware equipment,1 such as consultation service equipment, organizing equipment, etc. At the same time, 
pharmacists have to continuously attend training to increase their professional knowledge reserves and enhance their technical 
abilities. Therefore, whether healthcare institutions can provide certain equipment and regular training activities may influence the 
pharmacist’s behaviors in providing pharmacy services and their sense of self-worth, which in turn may influence their turnover 

Table 3 Results of the Logistic Regression

Turnover Intention Coef. OR P CI Coef. OR P CI

Model 1 Model 2

Emotional support 0.07 1.08 0.00** 1.03–1.12 0.04 1.04 0.23 0.98–1.11

Instrumental support 0.02 1.02 0.64 0.94–1.10 0.04 1.04 0.50 0.92–1.18
Supervisor support 0.06 1.06 0.19 0.97–1.15 0.16 1.17 0.02 1.03–1.34

Coworker support −0.04 0.96 0.27 0.89–1.03 −0.09 0.91 0.09 0.82–1.02
Age −0.04 0.97 0.07 0.93–1.00 −0.04 0.96 0.06 0.93–1.00

Years of experience as a pharmacist 0.01 1.01 0.52 0.98–1.05 0.01 1.01 0.49 0.98–1.05

Annual income 0.00 1.00 0.31 1.00–1.00 0.00 1.00 0.30 1.00–1.00
Gender

Female −0.35 0.70 0.04* 0.50–0.99 −0.38 0.68 0.47 0.25–1.90

Title
Intermediate 0.18 1.20 0.33 0.83–1.74 0.20 1.22 0.29 0.85–1.77

Senior 0.09 1.09 0.79 0.58–2.04 0.08 1.08 0.81 0.58–2.02

Permanent personnel
No 0.32 1.38 0.06 0.99–1.92 0.34 1.41 0.05 1.01–1.97

Education

Junior college −0.58 0.56 0.08 0.29–1.08 −0.54 0.58 0.11 0.30–1.14
Bachelor’s degree −0.53 0.59 0.11 0.31–1.13 −0.48 0.62 0.15 0.32–1.20

Master’s degree −0.48 0.62 0.30 0.25–1.54 −0.41 0.66 0.38 0.27–1.66

Marital status
Married −0.21 0.81 0.43 0.48–1.36 −0.21 0.81 0.43 0.48–1.36

The others (divorced) 0.61 1.84 0.32 0.56–6.08 0.62 1.85 0.31 0.56–6.13

Emotional support*Gender 0.06 1.06 0.17 0.98–1.15
Instrumental support*Gender −0.03 0.97 0.70 0.83–1.14

Supervisor support*Gender −0.17 0.84 0.05* 0.71–1.00

Coworker support*Gender 0.09 1.10 0.22 0.95–1.27
R2 0.098 0.103

Notes: Gender was dummy coded as 0=male and 1=female; job title was dummy coded as 0=junior, 1=intermediate and 2=senior; 
permanent personnel was dummy coded as 0=yes and 1= no; education was dummy coded as 0= technical secondary school or below, 
1= junior college, 2= bachelor’s degree and 3= master’s degree; marital status was dummy coded as 0= unmarried, 1= married and 2= 
other or divorced. Turnover intention was dummy coded as 0= no, 1= yes. **p<0.01, *p<0.05.
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intention. However, there was no significant relationship between pharmacists’ perceived instrumental support and their turnover 
intention in this research. The explanation could be that primary healthcare pharmacists were not aware of the importance of active 
learning, and they were also less likely to actively participate in learning and training activities.70 This suggests that learning, 
participating in training, and using advanced equipment to carry out pharmacy services may not be a priority in their daily work for 
primary healthcare pharmacists. Therefore, the degree of instrumental support that pharmacists perceive from their organizations 
may not have a significant impact on their turnover intention. Previous research has shown that interpersonal relationships with 
supervisors and coworkers have a significant effect on employees’ turnover intention.71,72 However, the results of the present 
study were in contrast. There was no significant effect of supervisor support and coworker support on the turnover intention of 
primary healthcare pharmacists. This may be due to the low status of pharmacists in primary healthcare institutions in China. On 
the one hand, pharmacists mainly communicate with patients, and their daily work is oriented toward simple activities such as 
descriptions filling and medication dispensing.68 On the other hand, doctors and nurses in primary healthcare institutions tend to 
overlook the role and importance of pharmacists and lack recognition of the professional competence of pharmacists.73 The 
communications between doctors, nurses, and pharmacists are deficient. As a result, it is quite common that there are not enough 
cooperation and communication between pharmacists and their coworkers or supervisors at work, accounting for the non-essential 
role of interpersonal support when pharmacists consider whether to remain in their current position.

Implications for Gender Differences
Although the findings showed no significant effect of supervisor support on pharmacists’ turnover intention, interestingly, we 
found that the relationship between perceived supervisor support and turnover intention was stronger for male pharmacists than 
for female pharmacists. And the perceived supervisor support of male pharmacists was also higher than that of female pharmacists 
(2.62, 2.65; the higher the score, the lower the level of support). In the organization, supervisors are often regarded as the 
representatives of the organization who guide and evaluate employees. Supervisors’ attention and care may directly reflect that of 
the organization. In the Chinese organizational context, there are differences in the way men and women value interpersonal 
relationships. At the same time, male supervisors are the majority. Men have both higher cognitive trust and emotional trust in their 
supervisors than those women when their superiors are male.74 In the current pharmacist team, the ratio of men to women is 
approximately 1:2 with female pharmacists making up the majority. Under the influence of China’s organizational environment, 
male pharmacists may focus more on the views and support of their superiors to realize their sense of self-worth and self- 
achievement. When they perceive less supervisor support, their psychological pressure will increase which then leads to turnover 
intention. Although contemporary women also have higher career goals and pursue career achievements, in the specific 
environment of primary healthcare institutions, they possibly attach more importance to the attention and care given by healthcare 

Figure 2 Interactive effects of supervisor support and gender on turnover intention.
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institutions compared with supervisor support. Therefore, in China’s primary healthcare institutions, supervisor support has 
a stronger influence on the turnover intention of male pharmacists than that of female pharmacists.

Considering the gender differences in perceived organizational support and turnover intention, healthcare institutions’ 
managers should take measures flexibly to increase perceived organizational support and reduce turnover intention 
among pharmacists of different genders. For example, supervisors should actively help pharmacists with difficulties and 
listen to their demands for work and life so that pharmacists can feel respected and valued by supervisors. In addition, 
supervisors should communicate more with female pharmacists to promote their recognition and trust, and to better 
reduce the turnover intention of pharmacists by increasing the supervisor support provided to pharmacists.

Practical Suggestions for Policy Decision-Makers
To reduce the turnover intention of pharmacists, national health service managers, and policymakers should continuously 
increase the attention to primary pharmacy services. Meanwhile, the managers of primary healthcare institutions should 
also transform their inherent management mindset and conduct adaptive management for pharmaceutical service 
personnel. Based on the results of this study, we come up with the following recommendations.

First of all, national health service managers and policymakers should formulate corresponding incentive policies and 
carry out public lectures on pharmacy services regularly. These measure aims to promote the development of pharma-
ceutical services and improve the public’s awareness of pharmacy services.

Secondly, managers of primary healthcare institutions should realize the importance of pharmacy services in the 
development of primary healthcare institutions. They should implement several measures like providing opportunities to 
participate in clinical medication and setting up a reward system to quantify the work for encouraging pharmacists to 
constantly strive to achieve organizational goals and self-worth.

Finally, healthcare institutions should attach importance to pharmacists’ ability enhancement and career development 
by equipping the facilities and equipment needed to carry out pharmaceutical services and providing regular professional 
training. Through these, pharmacists’ awareness of active learning can be improved and their professional knowledge and 
skills can be enhanced so that pharmacists can provide more scientific and professional pharmaceutical services.

Limitations and Future Research
During the development of this study, several limitations were found. First, the study was conducted with Chinese 
primary healthcare pharmacists, which is cultural, geographical, and organizational level specific. Despite new insights 
into the findings of the pharmacist turnover study, the further examination needs to be given to the applicability in 
different regions or cultural contexts of the results. Second, this study used cross-sectional data. Therefore, it is difficult 
to reflect the development and changes in the relationship between pharmacists’ perceived organizational support, 
turnover intentions, and gender over a certain period of time. Thus future studies may explore the relationship between 
the variables in depth through follow-up studies. Third, as the data analysis was based on respondents’ responses, the 
result may be inevitably biased. Finally, the mechanism of action between perceived organizational support and turnover 
intentions is complex. Future studies may consider including other relevant variables to facilitate a more comprehensive 
and rigorous exploration of the relationship between the above variables.

Conclusion
This study demonstrated the significant negative correlation between perceived organizational support and primary 
healthcare pharmacists’ turnover intention. Additionally, emotional support was a significant factor affecting the turnover 
intention of pharmacists, and the relationship between supervisor support and turnover intention was stronger in males. 
This study provides a supplement to the research in the field of perceived organizational support and turnover intention. 
Meanwhile, these findings may provide national policymakers and primary healthcare managers with reference to reduce 
pharmacist turnover intention and promote China primary healthcare pharmacist team building.
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