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In a multilevel model of leadership behavior, we investigated whether and how empowering
leadership affects individuals' career perceptions. We developed a conceptual model that links
empowering leadership at the individual level and at the group level (mean as well as dispersion)
to individuals' career self-efficacy and career satisfaction. To test ourmodel, we used questionnaire
data from amultilevel data set of 2493 employees in leadership positions nested in 704 teams from
a large German corporation. Hierarchical linear regression analyses showed that empowering
leadership at the individual level was positively related to career self-efficacy, which in turn
mediated the relationship between empowering leadership and career satisfaction. Empowering
leadership at the group levelwaspositively related to career self-efficacywhen itwas conceptualized
as leadership differentiation (i.e., the standard deviation of empowering leadership ratings), but not
when itwas conceptualized as leadership climate (i.e.,mean empowering leadership ratings). Career
self-efficacy in turn mediated the relationship between empowering leadership differentiation and
career satisfaction. Finally, we found a negative relationship between empowering leadership
differentiation and career satisfaction.
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Introduction

There is an ongoing trend for organizations to become leaner and more cost-efficient. As a consequence of establishing flatter
hierarchies, employees' responsibilities at lower hierarchical levels expand (Argyris, 1998; Forrester, 2000).Moreover, it is increasing-
ly the respective individuals themselves, rather than their organizations, who are responsible for their careers (Sullivan, 1999). Long-
term career planning by organizations has become more difficult and has partly been replaced by employees' own career manage-
ment, as described in boundaryless (Arthur & Rousseau, 1996) or protean career concepts (Hall & Moss, 1998). Empowered
employees with individual career plans may create problems for organizations insofar as employees' career planning must not
necessarily include a continuous career in the current organization. But especially because of an increasing reliance on complex
knowledge work and rapid technological advancements, the retention of managers and other high-quality employees is vital for
the success of today's organizations (Grant, 1996; Holtom, Mitchell, Lee, & Eberly, 2008). Promising development opportunities
and career perspectives for employees have been shown to decrease turnover (Kraimer, Seibert, Wayne, Liden, & Bravo, 2011) and
thus offer organizations the means to enhance career satisfaction and retain valued employees. Leadership plays an important role
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