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Nowadays, organizational performance and Firm Growth (FG) depend significantly on entrepreneurship, intra-
preneurship and Employee Satisfaction. This study aimed to examine ES, intrapreneurship, and FG among top
managers in Pakistan. The study employed a quantitative method based on cross-sectional data which we
collected through a survey questionnaire. In conducting this study, the researchers employed a random sampling
technique. The final analysis utilized 180 valid samples. The findings of the SEM analysis show that ES has a

significant and positive impact on intrapreneurship and FG. Furthermore, intrapreneurship has, also, a positive
and significant impact on FG. This study's results have led the researchers to conclude that a thoughtful and
systematic approach to ES would lead to greater intrapreneurship and FG. This study's findings contribute, also, to
intrapreneurship research by adding to the empirical evidence on the effects of ES and intrapreneurship on FG.

1. Introduction

In today's world, entrepreneurship and intrapreneurship are the sig-
nificant agents that bring about any organization's development and
performance through employee experiences (Antoncic and Antoncic,
2011). Therefore, the crucial elements, namely ES, intrapreneurship and
FG, are the protagonist pillars for the venture and the organization's
survival. Due to its association with intrapreneurship, ES is fundamental
support for the organization. Likewise, employee intrapreneurship is a
strategic work behaviour that enables individuals to build a new venture
(Gawkea et al., 2019). In this way, in the firms that formed part of this
study, there is a positive and significant aassociation between organiza-
tional features and intrapreneurship (Pinchot, 1985; Antoncic and His-
rich, 2001; Deli¢ et al., 2016). The previous studies used empirical and
descriptive approaches to investigate the positive and significant linkages
between internal organizational antecedents for cooperative entrepre-
neurship and Job Satisfaction (JS) from (Pinchot, 1985; Kuratko et al.,
2005; Deli¢ et al., 2016). According to Saks (2019), skill diversity is the
primary job characteristic that forecasts job engagement. In the intra-
preneurship domain, previous studies' findings have revealed some sig-
nificant components for ES. Nonetheless, these studies addressed only
partially the association between intrapreneurship and ES. More specif-
ically, in the context of investigating Pakistani firms, we found no
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connection between intrapreneurship, JS, and FG (Antoncic and Anton-
cic, 2011; Ahmed et al., 2013; Chan et al., 2017; Saks, 2019).

To fill this gap, we developed a conceptual model of empirical testing.
Based on this model's factors, we formulated some hypotheses to deter-
mine if there existed the assumed associations between ES, FG and
intrapreneurship. This study adds to the previous literature by providing
new insights to the relationship between the three aspects: namely,
intrapreneurship, JS, and FG. Moreover, this study's findings demon-
strate a collaboration of ES components. As fundamental intrapreneur-
ship originators, these components comprised general satisfaction with
work, benefits; remuneration; employee loyalty and organizational cul-
ture. These findings construct an ES-driven model between intra-
preneurship and FG that, to date, has not been experienced by Pakistani
firms. This study's core contribution is testing a model that, more espe-
cially in relation to Pakistani firms, may shed light on the connections
between ES, intrapreneurship and FG.

2. Literature review and conceptual framework

ES is the gratification that employees derive from their jobs and the
extent to which they like their work (Lange, 2021). In general, overall
employee Job Satisfaction (JS) components are recognized as significant
predictors of employee behaviours and organizational management and
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improvement (Soomro and Shah, 2019; Davidescu et al., 2020). Various
scholars have highlighted JS from different angles and in different ways.
For instance, firstly, Herzberg (1964, 1966) categorized JS in the
two-factor theory that included policies/procedures and job security,
co-workers, pay, working conditions, and supervision. On the one hand,
the unavailability or the lack of these factors may create employee
dissatisfaction with their jobs. On the other hand, employees can be
motivated by factors comprising of advancement and growth, recogni-
tion, the work itself, achievements and responsibility. Secondly, as sug-
gested in equity theory (Adams, 1963), the components of JS can be
reflected in absolute terms. The employees evaluate the impartiality of
interchange and base their JS on assessing the ratio of personal conse-
quences (JS, recognition, pay, opportunities and advancement) and in-
dividual contributions (knowledge and skills, efforts and time).
According to Pang and Lu (2018), remuneration and job performance
have significant effects on the dimension of performance (profitability,
turnover growth rate, and return on assets). Job autonomy and job
environment have substantial effects on the dimensions of non-financial
performance (employee productivity, service quality and customer ser-
vice). In a similar vein, the findings of Kong et al. (2018) systematic re-
view recommend strongly that JS analysts further categorize JS into five
sets. These are: namely, psychological factors, organizational factors,
social factors, individual factors and family factors. There is a noteworthy
difference between JS and the difference in salary packages among the
employees. An employee, who receives the highest salary, is more grat-
ified than the lowest-paid employee. JS is affected by job security. It is
reported that, when compared to contract-based employees, permanent
employees are more satisfied and confident. According to Klofsten et al.
(2021), the literature on strategic management and intrapreneurship has
proved that entrepreneurs are planners who use entrepreneurial and
strategic techniques to create competitive advantages. In South Africa,
the magnitude of intrapreneurship is demonstrated in a significant sugar
producing company. However, in a low intrapreneurial climate, the
firm's focus revolves around leadership style, systems culture and struc-
ture and its essential activities (Rambakus et al., 2020). Similarly, Valka
etal.’s (2020) findings show that greater trust in managers is responsible
for them developing innovative thoughts to utilize the available re-
sources. Besides, while intrapreneurial behaviour relates to an em-
ployee's creativity, it is unconnected to risk-taking and personal
endeavours. There is a significant association between environmental
benevolence and dynamism, innovation and unfavourable changes.
These associations engage employees in intrapreneurial actions. Entre-
preneurship and intrapreneurship are engines of economic growth that
support entrepreneurial activities and sustainability within organizations
and societies (Aparicio et al., 2020). Interestingly, the JS levels of private
and public sector employees remained the same (Hussain and Soroya,
2017). Podger's (2017) findings point out that, when compared to
country essentials, the public service uniqueness weighs more heavily in
defining public employees' JS. These findings ratify the universal feature
of the bureaucratic culture superseding country influences. Juana-Es-
pinosa and Rakowska (2018) investigated JS practices' impacts on public
sector employees through a cross-national approach. Their findings
demonstrate that there is a significant association between JS and
motivational factors. Nonetheless, there is no confirmation that the
variable of “country” presented any crucial variances. Kalus and Cregan's
(2017) findings highlight a significant change in self-esteem outcomes, a
change in JS, and a negative connection with variation in burnout. Ac-
cording to Rosete (2012), there is a significant difference between
organizational commitment and value-human resource management
congruency. The employee benefits system offers meaningful relation-
ships with overall firm performance, and the consequences created by the
employees' psychological significance in their attitudes show that influ-
ential association— (Lin et al., 2014). In the Jordanian industrial sector,
the employees are more careful about their salaries and positions.
Consequently, the manufacturing industries do not miss out on talented
individuals or lose productive employees (Abuhashesh et al., 2019). In a
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similar notion, Masa'deh et al.’s (2019) findings demonstrate that
Knowledge Management Infrastructure (KMI) has a positive and signif-
icant effect on JS. In respect of gender differences, the study's findings
show that KMI makes no significant difference to JS among groups in
terms of age, experience, and academic rank. Vratskikh et al.’s (2016)
SEM analysis findings suggest that KMI has a positive predictive power of
emotional intelligence on both JS and job performance. In addition, this
study's findings underline, also, JS' mediating role in developing the
relationship between emotional intelligence and job performance.

On the one hand, it occurs distinctively in a firm, for example when
the firm performs entrepreneurial activities by tracking fresh opportu-
nities. On the other hand, in a non-intrapreneurial firm it is associated
with the administration available to the firm (Antoncic and Hisrich,
2003). Intrapreneurship (intrapreneurs and CP) can be described, also,
through its satisfaction (for a further specific conceptual definition, i.e.
Antoncic and Hisrich (2003), together with the Schumpeterian concept
of innovation. This can be regarded as entrepreneurship's building block.
Through enormous corporation performance, intrapreneurship helps
corporations prosper under multiple and highly challenging conditions
(Gawkea et al., 2019). In contrast, CE is driven by a robust strategic
emphasis on entrepreneurial undertakings that drive core capabilities to
innovative conceptions. It highlights how organizations affect their in-
ternal innovations and creativity (Gawkea et al., 2019). It is a thoughtful
corporate strategy intended to grow and foster novel thoughts. The
earlier factors predict the multidimensional structure of intrapreneurship
(Felicio et al., 2012). In the opinion of Gawker and colleagues (2017), a
positive change within an organization can bring out the more stable
experiences of work engagement and employee intrapreneurship. Intra-
preneurship can have a positive effect on FG, wealth, and profitability
(Chan et al., 2017). In the Pakistani context, the development of a
moderate association between intrapreneurship and JS has exposed the
experience (Ahmed et al., 2013). Furthermore, a sound enhancement
among employees is only possible through intrapreneurial abilities.

Consequently, entrepreneurship has remained a brilliant concept over
many years. However, intrapreneurship is a somewhat new notion and,
despite the novelty, has not been investigated as much (Chan et al,,
2017). Intrapreneurship is a sub-field of entrepreneurship that has
increased in importance. Despite a growing interest in this arena, intra-
preneurship still lacks a precise arrangement of the allied thoughts since
previous studies have used various theoretical styles (Delic et al., 2016;
Blanka, 2019). Therefore, thus far in various contexts other than
Pakistan, the researchers have focused their investigations on personality
traits, motivational factors, JS, professionalism, leadership, the pro-
pensity to risk, positive change, and employees' resources (Stefanovic
et al.,, 2010; Chan et al., 2017). More specifically and particularly in
Pakistan, there is limited evidence available in the literature regarding
the association between intrapreneurship, JS, and FG (Antoncic and
Antoncic, 2011; Ahmed et al., 2013; Chan et al., 2017). Henceforth, in
order to fill this gap, our study investigates ES, intrapreneurship, and FG
in Pakistan. This empirical study would benefit organizations in incor-
porating the concept of intrapreneurship and entrepreneurship. Based on
Antoncic and Antoncic's (2011) model as shown in Figure 1 below, we
investigate the role of ES, intrapreneurship and FG among the top man-
agers in Pakistan.

2.1. ES and intrapreneurship

The significant components of ES are “general satisfaction with work;
employee relationships; remuneration, benefits and organizational cul-
ture; and employee loyalty are important for the company's operations”
(Antoncic and Antoncic, 2011, p.592). The constructs of ES are essential
organizational constructs that have a powerful impact on developing
entrepreneurship actions and orientations. Notably, they need to be
connected to management, administrative maintenance, and corporate
principles that represent the protagonist pillars of intrapreneurship.
Existing studies' findings demonstrate a connection between regulatory
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Figure 1. Represents the conceptual framework of the study in which the direction of arrows show the hypothesized path (independent to dependent variables) and

'H' is the hypothesis.

factors and intrapreneurship on features of intra-business milieus which
either can assist or hinder the progress of intrapreneurship (Antoncic and
Hisrich, 2001; Antoncic and Antoncic, 2011; Deli¢ et al., 2016). In
addition, there is a strong correlation between intrapreneurship and
management and organizational support. In Kuratko et al.’s (2005)
opinion, there is a positive and significant association between CP and
internal organizational antecedents such as rewards/reinforcement,
work discretion, organizational boundaries, management support, time
convenience and JS. Managers play a positive role in satisfying em-
ployees, who are involved in entrepreneurial-related activities, and the
firm's top management makes a vital contribution by encouraging
innovation and innovative activities (Miranda and Fernando, 2020).

In the construction of favourable intrapreneurship, factors, such as
loose intra-organizational boundaries, time availability, management
support, involvement and commitment, training, guidance about
employee work preference, trust and rewards, may be regarded as
essential traits of organizational support (Merrifield, 1993; Anwar and
Abdullah, 2021). Developing favourable intrapreneurship in employees
can inspire their self-initiative. This is crucial for employees and man-
agers, who participate in the team to transform the organization to be
capable of applying new business practices. Inspiring self-initiative and
investing in employees along with support from experienced manage-
ment are essential elements of intrapreneurship (Delic et al., 2016). For
employees, these epitomize significant reinforcement to innovate and
modernize (Soomro and Shah, 2019). These principles are an energetic
factor of organizational culture and are indispensable to intrapreneur-
ship. Such values encourage continuously the generation of new and
innovative ideas and solutions, and knowledge among individuals
(Massaro et al., 2016). The employees' values, emotions and commitment
may bring about creativity in their organizations. The ES is constructed,
also, on values-oriented predictors of intrapreneurship. These include
individuals' attitudes within the organization, an individual-centred
intrapreneurship and executive morals (concentrating on employees'
behaviours embedded in the organization), and competition-centred
organizational norms (convergence of attitudes that corporate mem-
bers may track when they attempt to accomplish the organization's
goals). The relevant literature mentioned above proves that organiza-
tional constructs interweave with ES components and may play a sig-
nificant role in developing intrapreneurship. The literature confirms such
relationships in contexts other than Pakistan. Hence, we propose the
following first hypothesis.

H1. ES has a positive and significant effect on intrapreneurship.

2.2. ES and FG

ES has a positive connection between FG and firm performance. Such
an exercise of human resource management reveals that, for a firm to
capitalize on their employees' skills and knowledge, it needs to provide
opportunities for education, fair pay, benefits, employment stability and
an appropriate approach to motivate employees to perform at their
maximum (Shaw and Shi, 2017). Improvement in the workers' satisfac-
tion is a crucial management task because it builds on their
self-confidence and loyalty and brings about progress in employee out-
puts and productivity (Varma, 2017). The commitment of the firm's top
management to ES and sustaining a focus on the elements that influence
ES can encourage employees to increase their responsibilities and
enhance their work performance. In return, these can promote FG
(Antoncic and Antoncic, 2011). To maintain the quality of the firm's
performance, the top management's leadership of the employees is a
prerequisite for the firm (Raza et al., 2019). Judge et al.’s (2001) findings
show a reasonable (moderate) correlation between ES and EP. Such a
relationship leads to greater ES and enhances the quality and level of EP
(Gerhart and Rynes, 2003) and may have a meaningful effect on FG
(Antoncic and Antoncic, 2011). Capitalizing on employees' progress
benefits the firm and its business-related outcomes (Varma, 2017; Raza
et al., 2019). Consequently, the literature highlights that there is a pos-
itive and significant link between ES and FG. Therefore, we propose the
following second hypothesis:

H2. ES has a positive and significant effect on FG.

2.3. Intrapreneurship and FG

A firm's performance serves as the significant outcome of intra-
preneurship (Antoncic and Antoncic, 2011) and frequently designates
performance in relation to its profitability and FG (Deli¢ et al., 2016). The
actions, related to entrepreneurship, can be fruitful for organizations and
economic development. Entrepreneurship is likely to contribute to
financial performance through overview and development in modifica-
tion, the formation and development of innovations, and competition
(Bleaney and Nishiyama, 2002). The efficacious ventures are categorized
with intrapreneurship. The essential elements of intrapreneurship are
investment in the firm's employees and inspiring them to take initiatives
by themselves (Delic et al., 2016). The findings of previous studies have
emphasized a significant association between small FG and intra-
preneurship (Covin, 1991); a significant association between FP and
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small FG in unfriendly surroundings (Covin and Slevin, 1989); large FG
(Zahra and Covin, 1995); and the prevailing growth of firms irrespective
of their magnitude (Antoncic, 2007; Antoncic and Antoncic, 2011).
Therefore, we propose the following third hypothesis:

H3. Intrapreneurship has a positive and significant effect on FG.
3. Methods
3.1. Development of questionnaire and measures

For this study, we employed a cross-sectional method to obtain the
data. We adopted a deductive approach to achieve the study objective.
We used a survey questionnaire, based on dependent and independent
variables, to collect the data. We developed a questionnaire. The ques-
tionnaire includes closed questions for subsequent detailed proc-
essing—a Likert-type scale employed to classify the responses as 1 = very
untrue to 5 = very true. By including a general satisfaction that consisted
of indicators, namely, reputation, work situation and working hours, we
assessed ES with four dimensions. Employee interactions comprised
contact with co-workers, organizational culture, benefits, and re-
munerations in the shape of education, promotion, job stability and job
climate. The last dimension of ES was employee loyalty. We adapted
these from several research studies, for example, Brayfield and Rothe
(1951); Porter et al. (1968); Churchill et al. (1974); Hackman and Old-
ham (1975); Teas (1979); Oliver and Brief (1983)). Based on Antoncic's
(2007) and Antoncic and Antoncic's (2011) previous studies, we used 23
items for intrapreneurship from four dimensions, which included pro-
duct/service, innovation, process/technology and new businesses, and
five items of firm's growth (relative and absolute growth).

3.2. Data collection procedure and sampling size

We collected the data from the firms' top managers. They are the
leading individuals who make a vital critical contribution to facilitating
employee concerns (Gimenez and Tachizawa, 2012). According to
Antoncic and Antoncic (2011) top managers possess abundant knowl-
edge about their firms's level of organization and the validity of the data
and are highly confident in their abilities to resolve the issues faced by
their firms (Li et al., 2016). . In addition, the top managers are the sig-
nificant individuals who can use their dynamic abilities and skills to
achieve better intrapreneurial activities (Klofsten et al., 2021). We
decided to run our analysis among the top managers of Pakistani firms
because they make extensive contributions to their firms' management
and economic activities (Soomro et al., 2019). Despite the significant
challenges, they are inclined always to see their organizations as pros-
perous firms. For this study, we chose manufacturing industries since
they were the leading SMEs which resolved the significant issues of
Pakistani employees (Gimenez and Tachizawa, 2012) and because they
were responsible for bringing economic recovery (Rahman and Bakar,
2019). The manufacturing industries' sector creates, also, almost 15.30 %
of the jobs in Pakistan (Ministry of Finance, 2017). We employed a
random technique to target the study participants. We applied both
personal and e-mail services to obtain the data. Before sending/handing
over the questionnaire to the participants, we obtained the participants'
consent.

We sent an e-mail to the firms' managers stating the survey's aim and
objectives and asked them to complete the attached questionnaire. At the
first stage, we issued over 300 surveys throughout Pakistan. In return, we
received 182 completed questionnaires which represented a response
rate of 60%. After scrutinizing the responses, we proceeded to further
analyze 180 valid responses. We decided not to collect a smaller sample
to reduce the chances of more convergence failures (the software cannot
provide a reasonable clarification), indecorous solutions (including
negative error variance estimates for measurable variables), and to
ensure the accuracy of the constructs and forecasts in the specific pattern
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for standard errors. Structure Equation Modeling (SEM) package stan-
dard errors are computed under the postulation of large sample sizes
(Benter and Chou, 1987). Our sampling procedure fulfilled, also, the
Monte Carlo simulation's suggested criterion for the model with two to
four factors whereby the researchers might plan to gather at least 100
cases, with 200 cases providing better results (Meade and Lautenschl-
ager, 2004).

3.3. Instrument verification

Before collecting the massive data, we used a pilot study to confirm
the reliability and validity assumptions of the questionnaire. We
collected 30 samples to confirm such assumptions. We verified the
questionnaire's reliability (internal consistency) through using Cron-
bach's alpha () and the loading scores (Hair et al., 2018). Consequently,
the overall reliability of the scale was found to be 0.78 and the consis-
tency of the individual factors had, also, acceptable values (>0.60). In
addition, the loading scores were above 0.70 with good scores (Hair
et al., 2018). Both assumptions ensured the excellent reliability of the
questionnaire. Further, to ensure the questionnaire's physical appearance
and content validity, we asked two university professors, who, as experts
in the field, were very knowledgeable about the new research trends and
statistics, to confirm the questionnaire's validity. Consequently, after
including some minor changes as suggested by the experts, we had a
reliable and valid survey instrument to collect the large-scale data.

3.4. Statistical analysis

We employed two types of software, including the SPSS and AMOS
version 26.0 for Windows. We applied SEM through AMOS due to its
advantages with the graphical presentation of the model (Hair et al.,
2018). AMOS software is friendly when examining the statistical asso-
ciations among the items of each construct. We conducted the relevant
and appropriate tests to gain valid and reliable results.

4. Results
4.1. Descriptive statistics and Pearson's correlation

To observe the respondents’ demography, we investigated the mean
and standard deviations. We noted that the ranges of mean were
3.22-3.07. Similarly, as shown in Table 1 below, the detected scores of
standard deviations were 1.0342-1.2891. Besides, concerning correla-
tion among the factors, all scores remained in between the acceptable
ranges by showing a good relationship among all constructs (dependents
and independents) (Table 1).

4.2. Confirmatory factor analysis

We examine the measurement model through confirmatory factor
analysis (CFA). We focused on the leading indicators of the convergent
validity, i.e. loading, composite reliability (CR), and average extracted
variance (AVE) (Hair et al., 2018). The values of factor loading have
appeared in a meaningful way (>0.70) Hair et al. (2018). Besides, AVE
for all constructs is also demonstrated a reasonable variance (>0.50)

Table 1. Descriptive statistics and Pearson's correlation.

Variables M SD 1 2 3
1. Employee satisfaction 3.22 1.1056 —

2. Intrapreneurship 3.20 1.0342 0.432%* —

3. Firm growth 3.07 1.2891 0.387** 0.387** —

Note: M = mean; SD = standard deviation; **. Correlation is significant at the
0.01 level (2-tailed).
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(Hair et al., 2018). Finally, CR values also qualified the suggested values
(>0.70) for the rest of the factors and ensured a good identity of the
constructs (Hair et al., 2018) (Table 2).

4.3. Model fit indices and assessment of hypotheses

Having ensured that the model fit indices fulfilled the statistical re-
quirements (Susetyo and Lestari, 2014), we assessed the hypotheses. In
SEM, numerous fitness indices imitate the fitness of the model with data
at hand. We followed Holmes-Smith et al.’s (2006) and Hair et al.’s
(2018) recommendations by using at least one fitness index from each
grouping of model fit. We observed three model fit groups, viz. incre-
mental fit, absolute fit, and parsimonious fit. Initially, we observed the
non-significant values of y2/CMIN (2.890; p > 0.005) (see Table 3) to
ensure the fitness of the model with available data (Hair et al., 2018).

Table 2. Confirmatory factor analysis.

Construct Items Loading AVE CR
Employee satisfaction gs8 0.898 0.753 0.833
gs3 0.897
gs5 0.889
gs2 0.884
gsl 0.880
gs4 0.876
gs7 0.869
gs6 0.863
er3 0.854
er2 0.840
er4 0.835
erl 0.826
rboc3 0.818
rboc6 0.807
rboc4 0.800
rboc2 0.799
rboc5 0.790
rbocl 0.789
rboc7 0.772
ell 0.769
el2 0.760
Intrapreneurship intl3 0.880 0.689 0.765
intl5 0.867
int12 0.860
int14 0.851
int10 0.849
int5 0.840
int3 0.832
int7 0.822
int9 0.815
int4 0.809
int6 0.806
intll 0.799
int2 0.789
intl 0.760
int8 0.752
Firm growth afg2 0.872 0.720 0.723
afgl 0.821
rfg3 0.798
rfg2 0.782
rfgl 0.762

Notes: AVE = summation of the square of the factor loadings.
CR = square of the summation of the factor loadings.
o = Cronbach's alpha.
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Table 3. Model fit indices.

Model fit indicators CMIN/df GFI AGFI NFI CFI RMSEA
2.890 0.964 0.932 0.959 0.912 0.037
Suggested values <3 >0.90 >0.90 >0.90 >0.90 <0.05

Note: CMIN = y2/Chi-square/df; df = degree of freedom; GFI = goodness of fit
index; AGFI = adjusted goodness of fit index; NFI = normed fit index; CFI =
comparative fit index; RMSEA = root mean square error of approximation.

Later, the interrelated fit indicators (GFI = 0.964; AGFI = 0.932; NFI =
0.959; CFI = 0.912; and RMSEA = 0.037) (Table 3) were shown to fulfil
the requirement of acceptance (Hair et al., 2018) with an absolute fit/-
good fit (Yvette and Felix, 2007).

We employed SEM to measure a direct association between ES,
intrapreneurship, and FG. The SEM values highlight that ES has a positive
and significant impact on intrapreneurship (SE = 0.027; CR = 5.005***;
p= <0.01) (see Figure 2 and Table 4). Henceforth, hypothesis H1 is
accepted. Similarly, the weights for hypothesis H2 demonstrate that ES
has a positive and significant impact on FG (SE = 0.035; CR = 6.082%**;
p= < 0.01). These values proved that hypothesis H2 (see Figure 2 and
Table 4) was accepted. Finally, the findings show that intrapreneurship
has a positive and significant impact of on FG (SE = 0.031; CR =
3.646***; p= < 0.01) (see Figure 2 and Table 4). Consequently, hy-
pothesis H3 is accepted.

5. Discussion and conclusion

This study aimed to explore ES, intrapreneurship and FG among the
top managers of Pakistani firms. Based on conceptualization, we devel-
oped a model and some hypotheses. We applied the quantitative
approach with cross-sectional data to confirm the proposed hypotheses.
In respect of H1, the path coefficient findings show that ES has a positive
and significant effect of ES on intrapreneurship (Therefore hypothesis
H1is accepted). These findings are supported by those of previous studies
in several contexts by such as Antoncic and Hisrich (2001), Hom et al.
(2009) and Ahmed et al. (2013). In the Pakistani context of this study, the
findings reflect that the favourable employee relations and the different
benefits in terms of salaries and rewards could develop intrapreneurship
among the managers of Pakistani firms. In addition, the findings indicate
that their satisfaction could be nurtured through conducive organiza-
tional culture (Ahmed et al., 2013) and that this would encourage them
to improve their intrapreneurship performance. The positive linkages
between ES and intrapreneurship may occur due to a well-rewarded
financial setup and other fringe benefits (Antoncic and Antoncic,
2011). Due to such reasons, the top managers are more committed to
facing their jobs' challenges and they feel eager to express that with
others. Also, during an appointment, they feel a greater sense of personal
satisfaction. They have shown a positive and significant attitude towards
enhancement through innovation, autonomy (independence), and flex-
ible organizational structures for their firms. They are using advertise-
ment and promotion to introduce thought-provoking demands in the
marketplaces. Also, they are broadening manufacturing by pursuing new
businesses ventures and discovering new niches for products in the
general markets.

Further this study's findings confirm that ES has a positive and sig-
nificant effect on FG (Hypothesis H2 is accepted). These positive out-
comes are consistent with the findings of several earlier studies (Judge
et al., 2001; Gerhart and Rynes, 2003; Antoncic, 2008). This study's
findings show a favourable scenario because satisfied employees are
more inclined to perform well to enhance their firms' productivity and
growth. In Pakistan, satisfaction is a significant factor in improving the
top managers' performance (Sheikh et al., 2017).

The SEM results confirm, also, that intrapreneurship has a significant
and positive effect of on FG (Hypothesis H3 is accepted). These findings
are consistent with the findings of previous studies by such as Antoncic
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Figure 2. Structural Equation Model. ES = employee satisfaction; FG = firm growth; CMIN = y2/Chi-square/df; df = degree of freedom; GFI = goodness of fit index;
AGFI = adjusted goodness of fit index; NFI = normed fit index; CFI = comparative fit index; RMSEA = root mean square error of approximation; CR = critical ratio;

p*** = Significance at 0.05.
Table 4. Confirmation of hypotheses.
H.No. Independent variables Path Dependent variables Estimate Std. estimate SE CR P
1 Employee satisfaction - Intrapreneurship 0.136 0.547 0.027 5.005 B
2 Employee satisfaction — Firm growth 0.211 0.518 0.035 6.082 R
3 Intrapreneurship — Firm growth 0.113 0.269 0.031 3.646 e
Note: SE = standard error; CR = critical ratio; p*** = Significance at 0.05.
firm is only possible through the upgrading and effectiveness of

and Hisrich (2001) and Felicio et al. (2012). The positive results may
occur because the firm's performance and growth are only possible
through the significant consequences of the intrapreneurship (Antoncic
and Hisrich, 2001). It is recognized that suitable intrapreneurship ac-
tivities enhance the firm's profits. In Pakistan, entrepreneurial activities
have an enormous record of strengthening firms' economic performance
and growth (Soomro and Shah, 2020). The successful journey of such a

intrapreneurship.

In conclusion, this study's findings demonstrate that ES has a positive
and significant effect on intrapreneurship and FG. Additionally, intra-
preneurship among the firm's top managers has a positive and significant
impact on FG. These findings show that organizational performance and

FG depend significantly on entrepreneurship and on intrapreneurship ES
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associated antecedents. This study's positive findings validate further
Antoncic and Antoncic (2011) model in the context of Pakistani firms.

6. Implications of this Study's findings
6.1. Theoretical implications

This study's findings provide implications for Human Capital (HC)
that denotes the series of valued skills and knowledge accrued over time.
This study has tested the model among the top managers of Pakistani
firms. Its findings reflect HC as an active component and JS' contribution
to intrapreneurship and FG. The findings suggest that ES and intra-
preneurship contribute to a firm's sustainability in its business environ-
ment and that these have a positive impact on FG. The study's findings are
beneficial for researchers and academicians in considering JS constructs
when developing models of intrapreneurship-influenced growth and
other areas that identify the prominence of JS components in FG. In the
light of the present outcomes, this study's findings support the generation
of theories in the direction of ES and FG. This study's findings confirm
that ES and intrapreneurship have a positive and significant effect on FG.
It may be the first study to confirm these associations in a developing
country, namely, Pakistan. Previously in the European context, Antoncic
and Antoncic (2011) confirmed that intrapreneurship led to the same
association between ES and FG by. Finally, this study's findings
contribute to the management literature and through another empirical
confirmation of these factors in a developing country enrich the depth of
the existing literature.

6.2. Managerial implications

This study's findings provide support to practitioners in fostering
intrapreneurship activities within the firms. The results help, also, the
firm to achieve faster growth through innovative products that inflow to
new businesses services, developments, and technologies and, thereby,
renew the firm's commitment. Further, this study's findings contribute,
also, to the smooth development of employee relations through satisfying
the constructive employees. Satisfied employees are more able to
improve FG. Therefore, this study's findings demonstrate that the firm's
top managers ought to create a conducive and favourable organizational
culture whereby the employees enjoy their lives with wellbeing and
prosperity. In pursuing this study's findings, the top managers ought to
consider further the roles of remunerations, benefits and satisfaction in
creating employee loyalty in their firms. In addition, this study's findings
provide significant guidance to enable a firm's performance management
system to run smoothly by taking care of its employees. Finally, both
employees and managers can contribute value-added and visible benefits
in JS, performance development, performance planning to ensure that
the firm achieves healthy profits.

7. Limitations and future research

This study has some limitations in terms of methods, design, sample,
variables, application of the questionnaire, and data collection. We used
a cross-sectional design, while a longitudinal study design might have
provided even better consequences due to two or more two times series
data. This study concentrated only on a few variables (ES and intra-
preneurship) that were essential to a firm's growth. However, it did not
consider other aspects which might be significant, also, for the firm's
development. This study was restricted to a sample of 180 top managers
in Pakistani firms. This sample size might have created some issues in
terms of generalizing the results to the overall population of managers.
We employed the structured questionnaire and an e-mail survey in a
random technique to attract respondents to provide the necessary data.
The modes of data collection used in this study might create some val-
idity and reliability issues. Lastly, this study is limited to Pakistan as the
primary focus area rather than other developing nations.
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This study's findings suggest some avenues for future research. This
study concentrated only on three main variables, including ES, intra-
preneurship, and FG. The personality traits of managers and the features
of strategic coalitions and networks might add to developing a more
comprehensive and integrative model in the future. In the meantime, the
positive relationship between ES and organizational antecedents stimu-
lates the forerunners into groups (connected to ES and not connected to
ES) to explore whether there are changes between the assemblages in
their influence on intrapreneurship and growth (Kuratko et al., 2005). In
this way, cross-cultural comparisons may create more generally further
validation of the model's ES components.
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