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Testing the Mediation Effect of Supervisor Ethical
Leadership on the Relationship between Job Motivating Potential
and Employee Pay Satisfaction and Job Satisfaction

Ali Fayez Takach
Abstract
Previous studies on the factors that influence employee pay satisfaction have highlighted
the fact that all of the dimensions of organizational justice have a significant influence on
employees’ attitudes and feelings regarding their pay. In spite of this, there is a lack of
studies investigating the role of ethical leadership. The main objective of the present
study was to investigate the mediation effect of supervisor ethical leadership on the
relationships between job motivating potential and employee pay satisfaction. In
addition, the study also aimed to investigate the relationship between overall job
satisfaction and employee pay satisfaction. Based on a data gathered from a sample of
125 Lebanese employees through a web-survey, the study showed that there is a positive
influence of job motivating potential on employee pay satisfaction. However, the
mediation analysis revealed that supervisor ethical leadership does not mediate the
relationship between job motivating potential and employee pay satisfaction. In addition,
the study showed that overall job satisfaction has a positive influence on employee pay
satisfaction. The results of the study are important since they bring significant
contribution to the literature and the human resources management practice related to
pay schemes and ethical leadership.
Keywords: Employee, Ethical leadership, Pay satisfaction, Job motivation, Job
satisfaction
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CHAPTER ONE
Introduction
1.1. General background
Lebanon is a country that is known for its political crisis, civil unrest and
high corruption which have affected the development of the national economy.
Since the beginning of the recent public protests which have led to a total
destabilization of the country’s political system, the international ratings of
Lebanon’s country risk have been overwhelmingly negative especially since the
national currency has lost more than 50% of its value to the US dollar and the
local banks are on the brink of financial collapse (Furness, 2020). For example,
Coface rates Lebanon’s business climate as difficult since the legislation is often
lacking or ineffective and there is a high dependency on foreign investments
combined with a very low degree of investor’s confidence (“Lebanon: Risk
Assessment”, 2020). Moreover, according to Transparency International, in 2019
Lebanon was classified as a country with a high level of corruption (28 out of 100
CPI score) ranked 137th among the 198 countries included in the study on the
level of corruption in the public sector (“Corruption Perception Index”, 2019).
The high level of corruption in the public administration has a direct effect
on the wellbeing of the population and on the ability of the business sector to
grow. Lebanon was ranked 143rd out of 190 countries based on the ease of doing
business in the most recent report from the World Bank Group (2020), especially
as a result of difficulties in dealing with construction permits, trading across
borders, starting a business and resolving insolvency. Moreover, according to
UNDP, Lebanon’s Human Development Index was 0.730 in 2018 which placed
the country on the 93rd position out of 189 countries included in the study. One of
the most concerning aspects related to Lebanon’s HDI is the fact 27.4% of the
country’s population is living below the poverty line and that there is a high
degree of income inequality as expressed by the 31.8 GINI coefficient
(“Lebanon”, 2020). In this difficult business climate, it is evident that it is
necessary for businesses to employ a type of ethical leadership that would take
into consideration the needs of the employees.
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In addition to the current political and economic context in Lebanon which
makes discussions of ethical leadership a top priority, the country also provides an
interesting cultural context for the study of the relationship between ethical
leadership and employee satisfaction. According to Hofstede’s cultural
dimensions, Lebanon is a country characterized by high power distance (75), low
individualism (40), high masculinity (65), low pragmatism (14) and low
indulgence (25) (“What About Lebanon?”, 2020). This means that Lebanese
people accept hierarchies and inequalities easily, usually act with restraint when it
comes to the fulfilment of their personal desires, and expect their leaders to be
rather autocratic, highly assertive and to allow workers to compete for higher
compensation. In addition, Lebanese workers place the interests of the group
above individual interests, often perceive their relations with their superiors in
terms of morality and have a strong desire for the establishment of norms and
traditions based on ethical considerations of what is truthful and desirable which
has a direct implication on the need for ethical leadership.

1.2. Need for the study
The issue of employee pay satisfaction has been the topic of discussion
and research in both scholarly and business fields for many decades. According to
Miceli and Lane (1991), employee pay satisfaction refers to “the amount of
overall positive or negative affect (feelings) that individuals have towards their
pay” (p. 246). Most of the discussion on this topic has been focused on
investigating the influence of job-related inputs, the setting and the overall
organizational environment in which the job is performed. For Williams et al.
(2006), research on job compensation systems and job designs has not sufficiently
tackled how these interrelate in order to boost employee morale and motivation.
The sources of employee satisfaction which include pay satisfaction go beyond
the features of the job itself and extend to incorporate the overall organizational
environment with which the employee interacts. Herzberg (1966) and Herzberg et
al. (1959) designed a two-factor theory of work motivation which explains that
the nature, content, and tasks related to the job are critical for employee
motivation. In a later study, Hackman and Oldham (1976) created the job
characteristics model that emphasizes the job-specific traits that are key to
employee motivation which include skill variety, autonomy, tasks significance,
task identity, the feedback received on the job (which requires proactive
leadership) and concluded that these also have an influence on the employees’
perceptions of their pay levels as well as on overall job satisfaction. Referring to
Maslow’s hierarchy of needs, assisting an employee to reach self-actualization
requires more than just suitable job characteristics. Here leadership plays a key
role in guiding employees towards higher levels of motivation, a kind of
leadership that is driven by a specific set of ethics and principles.
2

In spite of extensive studies on the factors that affect employees’
motivation, limited research has investigated the influence of factors related to
leadership and its associated traits such as motivation and ethics. One can argue
that since ethical leadership is a type of leadership that is based on fairness and
prioritizing the needs to the employees, it would play a major role in ensuring that
the employees are satisfied in regard to their pay and overall compensation. This
in turn can encourage employees to excel in their jobs and be more motivated at
work. In the long run, employees can become more self-actualized and fulfilled in
an authentic and sound manner. In fact, in his discussion on the importance of job
satisfaction, Hantula (2015) concluded that “[t]hose who have the power to do
good have the obligation to act; improving affective reaction to work is within our
realm and becomes our duty” (p. 90) thus emphasizing the idea that an ethical
leadership is paramount for all modern organizations which want their workers to
be satisfied. However, according to Qin et al. (2014) the direct effect of ethical
leadership on employees’ motivation has been explored by various studies, but
“empirical research on how and when the effect of ethical leadership occurs is
lacking” (p. 976). To address this gap in the literature, studies should focus on the
impact of ethical leadership on specific components that form employees’
motivation such as satisfaction with pay as in the case of the present study.

1.3. Purpose of the study
Previous studies have extensively discussed the relationships between
different types of leadership and employee satisfaction and work motivation.
However, only a few studies have looked at the impact of ethical leadership on
employee satisfaction and especially employee pay satisfaction, in spite of the fact
that numerous studies have shown that employee pay satisfaction is influenced by
different forms of perceived organizational justice which have a basis in ethics. In
light of this literature gap, the purpose of this paper is to examine the mediating
effect of ethical leadership on the relationship between job motivating potential
and employee pay satisfaction. The findings of the study will shed further light on
the positive relationship between job-related characteristics and employee pay
satisfaction and also showcase the importance of adopting a leadership style based
on sound ethical principles in order to further enhance the positive relationship
between the two constructs.
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1.4. Statement of research problem

This study aims to explore the mediation of ethical leadership on the
relationship between job motivating potential and employee pay satisfaction in the
context of the Lebanese labor market. The main research question that inspired
the study was: “To what respect does ethical leadership influence the relationship
between job motivating potential and employee pay satisfaction?”

1.5. Statement of research hypotheses
Based on the review of the literature and the research objective of the
present study the following research hypotheses were formulated:
Hypothesis 1: Job motivating potential has a positive influence on
employee pay satisfaction.
Hypothesis 2: Supervisor ethical leadership has a positive influence on
employee pay satisfaction.
Hypothesis 3: Supervisor ethical leadership mediates the relationship
between job motivating potential and employee pay satisfaction.
Hypothesis 4: Employee pay satisfaction has a positive influence on
overall employee job satisfaction.

4

1.6. Operational definition of terms
1.6.1. Job motivating potential
Each job has certain features that influence the way in which employees
behave and the level of satisfaction that they experience on the job. The job
motivating potential can be defined as “a unique index to predict an individual’s
behavior and includes the main elements of the job, such as skill variety, identity,
significance, autonomy and feedback” (Bahrami et al., 2016, p. 2). Skill variety
refers to the degree to which employees have to use a complex array of skills in
order to accomplish their tasks. Identity refers to the degree to which employees
can identify themselves with the results of their work (i.e., if they are able to start
and finish an entire project). Task significance refers to the degree to which
employees feel that the work they perform is valuable for the organization and for
the society at large. Autonomy refers to the degree to which employees can make
decisions regarding their own work. Finally, feedback refers to the amount and
quality of the feedback received by the employees from their managers and from
their colleagues. The most well-known index for the job motivating potential was
developed by Hackman and Oldham (1976). Although the index has five
subcomponents, it is fairly common in literature to treat job motivating potential
as a unidimensional construct for the sake of brevity (Altindis, 2011).
1.6.2. Employee pay satisfaction
Employee pay satisfaction can be defined as “the amount of overall
positive or negative feelings individuals have towards their pay” (Choudhury &
Gupta, 2011, p. 54). Previous studies have explored the dimensionality of the
construct and have concluded that it is best if employee pay satisfaction is split
into four distinct components which include pay level (e.g., the current salary),
pay raises (e.g., the recent or past raises), benefits (e.g., health insurance,
discounts, company car, company laptop etc.), and pay structure and
administration (e.g., the structure of the pay scheme which ca be
payforperformance as an example) (Jung & Yoon, 2016). Previous studies have
shown that these sub-dimensions of employee pay satisfaction are correlated
(Williams, McDaniel & Nguyen, 2006), which means that even though employee
pay satisfaction is often treated as a multidimensional construct, it is also feasible
to treat it as a unidimensional construct, as in the case of the present study.
1.6.3. Supervisor ethical leadership
According to Brown et al. (2005, p. 120), ethical leadership is “the
demonstration of normatively appropriate conduct through personal actions and
interpersonal relationships, and the promotion of such conduct to followers
through two-way communication, reinforcement, and decision making”. This
5

definition emphasizes the two aspects of ethical leadership: on the one hand,
ethical leaders are moral individuals who apply ethical principles in their actions,
on the other hand, ethical leaders are also moral managers who attempt to
motivate others in the organization to apply the same ethical principles in their
actions (Bedi, Alpaslan & Green, 2015). Ethical leadership is usually measured as
a unidimensional scale that either focuses on the ethical principles applied by
leaders in their interactions with others and the promotion of ethical values or on
the unethical behaviors that are commonly encountered in organizations.
1.6.4. Job satisfaction
Job satisfaction can be defined as “the overall evaluative judgement one
has about one’s job” (Judge et al., 2017, p. 358). Scholars usually discuss either
about the overall job satisfaction of the employees or about the employees’
satisfaction with certain aspects of the job such as pay satisfaction. In addition, it
is often assumed that the sum of all evaluations of the satisfaction with each
aspect related to the job is evaluated (Bowling, Wagner & Beehr, 2018).
However, Judge et al. (2017) argue that although the constructs of overall job
satisfaction and the satisfaction with each of the facets of the job are related, they
are still distinct constructs which should be measured independently. As a result,
job satisfaction will be measured using a unidimensional scale which focuses on
the overall attitude of the employees towards their jobs (e.g. the attitude with
which they go to work, the amount of boredom that they experience at work, the
amount of excitement they experience at work etc.) instead of focusing on certain
aspects of the job (Schleicher et al., 2015).
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1.7. Overview
The present thesis aims to understand the mediating effects of ethical
leadership on the relationship between job motivating potential and employee pay
satisfaction. The thesis is structured into six main parts which include the
introduction, the literature review, the theoretical framework with the research
hypotheses, the research methodology, the results and the discussion and
conclusions.
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CHAPTER TWO
Literature Review
2.1. Ethical leadership
The review of the literature on the impact of ethical leadership on
employee pay satisfaction has led to inconclusive results mostly due to the
scarcity of the studies. However, the main shared conclusion among the existing
studies is that good leadership is positively correlated to sound ethical practices as
Ciulla (2004) found. This is because the ethical dimensions allow leaders to build
better relationships with their followers, leading to multiple positive impacts on
the employees (Mayer et al., 2009; Neubert et al., 2009; Ruiz et al., 2011;
Wallumbwa et al., 2011). This can lead us to expect a positive type of relationship
to be detected between employee satisfaction and supervisor ethical leadership.
Thus, the rest of the literature review will be focused on the main ethical
principles that should be followed by leaders in organizations in order to improve
the level of employee pay satisfaction.
Ethical leadership behavior corresponds to a set of attributes and behaviors
adopted by a person in a position of authority and responsibility in order to lead
others to achieve the assigned objectives. In organizations, there are two modes in
which power can be exercised: authoritarian and participatory. In the case of the
authoritarian exercise of power, command and decision-making are centered at
the top, while in the case of the participatory exercise of power, command and
decision-making are decentralized and also involve employees from lower
organizational levels. These modes of allocating power in organizations are
related to the amount of delegation versus centralization that is sought by the
organization. In general, ethical leadership tends to provide subordinates with a
certain degree of freedom of action which results from their involvement in
decision-making. This implies delegating part of the responsibilities and allowing
employees to take initiatives on their own.
According to Aronson (2011), the first ethical standard is based on the
principle of respect. Acting with respect means treating each person with dignity,
courtesy and discretion. It also means actively listening what each person has to
say in order to understand them and to allow each person to feel that they are
8

given the appropriate attention. Respect also means making room for individual or
cultural differences especially when it comes to individuals that belong to
vulnerable groups which are often discriminated in organizations. Aronson (2011)
also argues that it is important to give equal consideration to internal more than to
external stakeholders and to not allow for any instances of discrimination to take
place in the organization at any level.
Another principle is transparency. Acting with transparency means that at
all levels of the organization the information is clear, complete and easily
accessible, when appropriate and in compliance with the rules of confidentiality.
This refers to information related to activities, decisions and their reasons,
recommendations and opinions which would be required by the employees in
order to appreciate a certain situation and to exercise an informed judgement.
Transparency is highly important in internal communication which should provide
clear and complete information at all organizational levels so that every employee
can properly fulfil their functions and achieve the organization’s mission.
Also, acting with integrity is manifested particularly by professionalism,
i.e. by a commitment to act with competence and rigor in all circumstances and to
take a position after having analyzed the issue and having formed an informed
opinion. Integrity means avoiding any situation where a conflict of interest may
influence the decision-making or the exercise of functions (Piccolo et al., 2010).
In addition, acting with fairness through equity means acting without prejudice,
without favoritism and based on facts and organizational goals instead of
impressions or in accordance to personal interest. This also means taking into
account the human rights of each individual and taking into account the
differences that exist between individuals.
Finally, the principle of commitment means acting in a way that seeks to
advance human rights in all the spheres of the activity under the jurisdiction of the
organization. It also means aiming to continuously improve the quality of the
services offered to customers and the scope of all the organizational actions both
in the internal and the external environment (Piccolo et al., 2010).
It should be noted that ethics is not a theory, but a set of behaviors adapted
to a given situation in order to act with justice while respecting people and the
societal challenges of the company. Fulfilling the business objectives of the
organization relies on the ability of the organization to honor the values of respect
for the individual and to not treat the employees merely as economic agents.
Leaders should take into full consideration the human dimension of the
management and leadership process as one of the major factors that have a
substantial impact on the company’s bottom line. The inability of the organization
9

to act in ethical manners has significant social, economic and legal costs. For
example, by decreasing the employees’ motivation and their level of satisfaction
with pay, unethical leadership can cause lower productivity and, consequently, a
decrease in the number of skilled employees. This can include the lack of respect
for diversity, discrimination, and unfair practices which also require organizations
to spend more money on the creation of additional structures for control.
Moreover, ethical leadership pays since it contributes to the efficiency of the
company by building a long-term collaboration which ensures the performance of
loyal employees. The ethical manager, for example, should exercise strong
leadership on a daily basis. The manager should know how to give meaning to the
work performed by the employees, helping each employee find an intrinsic
motivation for the activity and for the role played in the organization. The
manager should also seek to set an example through attitudes, reactions and
decisions. This means translating into practice the behavior appropriate for a
quality management: virtues of courage, prudence (i.e., realism), moderation (i.e.,
self-control) and organization-wide justice and fairness. This would make the
employees focus on additional sources of satisfaction and support, other than
compensation, and thus improve their overall level of pay satisfaction.
The influence of ethics goes beyond the social relationships existing
between individuals and also affects the economy, which, by itself, does not
deliver justice, as it has been highlighted during times of financial crises (Brown
& Trevino, 2006). Modern economic ethics concern the behavior of individuals
and institutions taking part in the production, consumption and exchange of goods
and services (Brown & Trevino, 2006). In recent years, national economies have
been influenced by globalization and technological development which have led
to problems that traditional ethics are struggling to solve (Ferrell et al., 2019).
Among these problems is the case of companies that try to make their employees
believe that they are virtuous and that they take care of individuals’ opinions and
lives (Aronson, 2011). This attitude constitutes one of the currents of thought
which exist in the field of business ethics, namely the decision of the company to
establish moral relationships with the groups of individuals on which it depends,
thereby achieving its objectives (Brown & Trevino, 2006). In the business world,
ethics define aspects that all organizations are obliged to respect in order to
protect human dignity, fundamental rights and relations of justice (Piccolo et al.,
2010). Consideration of moral philosophies and the human approach as well as
other factors such as teamwork or employee identification with the organization
help companies overcome the technical and financial approach and make
decisions consistent with the changes brought about by globalization (Camacho,
Fernandez & Miralles, 2009). Promoting the primacy of people in the business
environment has several practical consequences which include the respect for
human rights, the promotion of the personal dignity of the workers, the
consideration of all jobs as dignified jobs and the fight against the alienation of
workers (Aronson, 2011).
10

What challenges do organizational leaders face when attempting to adopt
ethical practices and consequently to raise employee satisfaction? Piccolo et al.
(2010) explain that the changes that have taken place in recent decades in the
workplace have favored the consideration of the employees as a person, instead of
a production unit, the development of the professional and social skills of the
employees, and the value of employee organizational commitment. In this
organizational context marked by constant confrontation, promoting the
identification of the employees with their work becomes a strategic choice since
this identification promotes the engagement of the employees in their work
(Piccolo et al., 2010). This reality also affects managers who need the
compromise of the employees, but also the possibility of taking advantage of
certain transgressions in order to properly manage the institutional, organizational
and individual aspects of work (Miceli & Lane, 1991). Thus, in recent years,
many organizations have become more interested in the real development of
professional ethics, which involves several organizational projects such as
corporate governance, corporate social responsibility, internal ethics committees
as well as charters and ethical codes (Miceli & Lane, 1991). It is not only taking
ethics as an HRM tool, it aims to endorse a truly ethical climate where it
encourage “emotional interpersonal trust” and “listening, equity, organizational
support and expression of interest” (Miceli & Lane, 1991). In order to create this
ethical climate, organizations have created ethical codes which relate to several
aspects such as compliance with laws, the protection of information and even the
working conditions of the employees (Miceli & Lane, 1991). The effective
implementation of an ethical code depends to a large extent on the communication
carried out by the organization (Stevens, 2009).
Though, organizational ethical culture is centered on the sincere
combination of ethics into the behavior of each employee in the organization, and
can be adapted to contemporary issues (Mayer et al., 2012). This can aid in the
raise of the Corporate Social responsibility (CSR), the appearance of which
supposes the end of a social cycle characterized by the trust that the “ethical
dimension” of economic movement was ensured by social actors such as
“entrepreneurs, public authorities or social partners” (Mayer et al., 2009). The
activity of organizations is always social (Camacho et al., 2009). This is why CSR
promotes a model of responsibility that goes beyond the sphere of corporate
control and extends to the sphere of social influence (Mayer et al., 2009) which
concerns several stakeholders such as the state, civil society, consumer
representatives, with which the ethical relationships established by companies are
always complicated for several reasons such as the autonomy of the economy in
relation to politics or the ineffectiveness of the state (Aronson, 2011). Promoting
CSR is an ethical action because companies take responsibility for their actions as
well as for the coherence between these actions and a value system that transmits
a vision of man, society and its future (Aronson, 2011). Despite the development
of CSR, its future is not guaranteed and may give rise to several scenarios such as
planetary paternalism, in which CSR would remain at the current exploratory
11

stage, or the institutionalization of CSR which would imply the implementation of
respectful social practices (Mayer et al., 2009).
In today’s organizational climate, companies face several ethical
challenges including stress, recognition at work and suffering at work which can
all negatively affect the overall employee satisfaction and especially pay
satisfaction since the employees become less and less motivated and recognized at
work. This is because the workplace conditions have a direct influence on the
health of the employees (Mayer et al., 2009) especially those leaders who are
influenced by “negotiation processes” and “projective activities” , and that of the
employees in emotionally demanding jobs who are exposed to various mental
health problems (Aronson, 2011). The pressure that exists in organizational
contexts (e.g., productivity, schedules, protocols etc.) makes the employees’
ability to step back necessary to overcome the inevitable friction points existing in
any complex human group (Aronson, 2011). And it is in this context that many
employees experience stress which can be defined according to Piccolo et al.
(2010) as “the reaction of the organization to changes, requirements, constraints
or threats to its environment in order to adapt to it” (p. 10). This is an
organizational element in the sense that stress is an energy capable of stimulating
in the employee certain skills, for example, their creativity, hence the importance
that management professionals learn to manage well the stress of the employees
(Piccolo et al., 2010). In addition, the most common stressors for employees are
workload, uncertainties, frustrations and interpersonal relationships. To deal with
stress, organizational strategies must be based on six elements: a) giving clear
direction to the action taken by the employees; b) establishing standards allowing
group self-regulation; c) knowing how to recognize others; d) basing the creation
of links between the employees on the respect of stable values (e.g., equity, justice
etc.); e) promoting the professional development of the employees; and f)
managing the energy level of each employee optimally (Piccolo et al., 2010).
In addition to stress management, a second ethical challenge is recognition
at work. Today, the employee is responsible for his or her professional life which
depends on following an indeterminate course where the key factors of success
are the knowledge of oneself and the context as well as the ability to constantly
adapt (Mayer et al., 2012). The employee’s body commits to work, both the
organic body – physical and neurophysiological characteristics – as well as the
subjective body – need to be recognized by the manager and which gives rise to a
transformation of the employee colleagues (Peze, Saada & Sandret, 2011).
However, one of the most important problems in the contemporary professional
environment is the lack of recognition of the profession by the managerial
hierarchy which causes conflicts which endanger the existing relationships in the
organization (Mayer et al., 2009). Recognition at work implies confidence in
oneself and in one’s own work, respect for rights and social esteem, which is
fundamental for the professional identity of the employee; it is a vital need linked
12

to questions relating to the meaning of work and social ties (Pierre & Jouvenot,
2010). The organization importance of this subject lies in the fact that a lack of
employee recognition can lead to disengagement from work, a lack of
involvement (Pierre & Jouvenot, 2010) which constitutes a threat to the execution
of quality work (Peze et al., 2011). The prevention of problems related to the lack
of recognition is based, on the one hand, on the promotion of actions leading the
employees to renew their self-confidence, such as the delimitation of coherent
objectives and operational deadlines, which constitutes proof of recognition of the
employees’ professional capacities to achieve the established objectives (Cherret
de la Boissiere, 2009) and, on the other hand, on the establishment of a
constructive organizational dialogue based on sharing common values (Peze et al.,
2011).
The third ethical challenge refers to the prevention of suffering at work.
This is an area linked to the employer’s authority over the employee which is
often questioned (Baudry & Charmettant, 2007). This area is also linked to the
reference to the causes which affect the employee and whose origins are often
foreign to him or her (Loriol, 2007) as well as to exhaustion at work which is
caused by long exposure to stress (Baudry & Charmettant, 2007). Suffering at
work is a serios organizational problem, the resolution of which involves
promoting the collective spirit among the employees (Gernet & Dejours, 2012) as
well as recruiting motivated, proactive and responsible employees capable of
going to work (Schaufeli, Leiter & Maslach, 2009). To tackle this problem, many
companies have hired work psychologists who, according to Loriol (2007),
assume the responsibility of finding synergies between the productivity of the
employee and the interest of the man at work, which prompts them to monitor the
recruitment processes, career management or the organization of work.

2.2. Job motivating potential
There are several well-known theories on the factors that influence job
motivation. First, Herzberg’s (1966) motivation-hygiene theory classifies
jobrelated factors into two main types: the motivation factors which include a
sense of achievement, a sense of recognition and a sense of significance derived
from one’s work, and the hygiene factors which include the compensation
scheme, the type of leadership, and the structure of the work itself. According to
Herzberg (1966), hygiene factors are related to dissatisfaction at work, while
motivation factors affect satisfaction, which suggests that employees’ satisfaction
is not the opposite of dissatisfaction. In addition, Herzberg’s motivation factors
appear to be connected to intrinsic motivation, the type of motivation that arises
naturally from the fulfillment that one experiences while doing a certain task,
while the hygiene factors are connected to extrinsic forms of motivation, the type
of motivation which arises when the individual is influenced by external rewards
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or punishments. Employee pay is a commonly used type of extrinsic reward
which aims to motivate employees to work harder or better in order to receive a
better pay, such as a raise or a bonus. Most studies have found a positive
relationship between extrinsic motivation and job satisfaction (Wright & Kim,
2004), but other studies have found that relying too much on extrinsic motivation
can actually decrease employees’ motivation. Frey (1997) discusses about the
‘crowding-in’ effect which causes employees who are initially motivated
intrinsically to perform a certain activity to experience a loss of motivation when
extrinsic rewards or punishments are introduced. In fact, the supporters of
selfdetermination theory argue that introducing a pay-for-performance system
helps raise the level of intrinsic motivation among the employees since it
encourages them to become more autonomous and to experience higher levels of
self-esteem from the work they accomplish (Deci & Ryan, 2008). In addition,
when pay systems are linked to individual performance, employees are able to
evaluate their own work better and to derive a sense of self-esteem from their
successes which are translated into financial rewards (Gagne & Deci, 2005).
Herzberg’s motivation factors are closely related to the need for
selfactualization which was included by Maslow (1954) in his hierarchy of needs
which aimed to explain what motivates individuals in working environments.
Besides the need for self-actualization, which was placed by Maslow (1954) at the
top of his pyramid, there are also physiological needs (i.e., the need for food,
water etc.), safety needs (i.e., the need for security, shelter etc.), belonging needs
(i.e., the need to belong to a certain group, the need to have friends etc.), esteem
needs (i.e., the need to be acknowledged and respected). According to Maslow
(1954), employee pay covers the bottom two needs (i.e., physiological and safety
needs), which have to be fulfilled in order for the employee to be able to derive
motivation from the higher level needs such as the need to be recognized or the
need to self-actualize and achieve one’s true potential.

2.3. Employee pay satisfaction
For the purposes of the present study, it is useful to discuss employee pay
satisfaction through the lens of organizational justice. According to most studies,
organizational justice is formed of four main components: distributive justice,
procedural justice, interpersonal justice, and informational justice (Scheller &
Harrison, 2018). Employees usually form their perceptions of organizational
justice by contrasting the way in which they are treated with the treatment offered
to other members in the organization, which is fairly common in the case of
compensation systems (Milkovich et al., 2017). These comparisons allow the
employees to evaluate the level to which the organization places value on their
skills and abilities (Vandenberghe & Tremblay, 2008), which, in the case of pay,
means that distributive justice is highly important since employees derive pay
14

satisfaction from knowing that the rewards are allocated in a fair manner in the
organization (Tremblay, Sire & Balkin, 2000). Distributive justice refers to the
fairness in the allocation of rewards (e.g., praise, pay raises, bonuses, prizes,
promotions etc.) for the efforts of the employees and is related to fairness in the
outcomes experienced by employees as a result of their inputs (Nadiri & Tanova,
2010). All employees evaluate the nature of their inputs at work and the results
obtained with those of others on similar positions and thus derive their sense of
perceived distributive justice. This is a result of the social comparison effect
which influences people to compare themselves with others in order to derive
their self-worth and their satisfaction with the outcomes they experience
(Festinger, 1954). In addition, employees also compare their inputs to the actual
outcomes of their work in order to evaluate the state of fairness in the
organization (Hackmen & Lawler, 1971). This means that the employees perform
a cost-benefit analysis and that if they feel that the company is not valuing their
input according to their expectations, then they will perceive an inequity in terms
of pay (Till & Karren, 2011). As a result, various studies have demonstrated that
there is a clear positive correlation between distributive justice and employee pay
satisfaction (Jawahar & Stone, 2011). The meta-analysis performed by Williams
et al. (2006) showed that distributive justice is more strongly correlated with the
overall employee satisfaction rather than with the individual components that
make up the employee satisfaction construct.
Procedural justice refers to the norms and procedures that exist in the
organization (Schminke, Ambrose & Cropanzano, 2000). This type of justice
focuses on the means used in order to reach the organizational objectives, whereas
distributive justice focuses on the rules used to distribute the rewards
(Cropanzano & Greenberg, 1997). Since they have different natures, it is normal
for these two types of organizational justice to have different impacts on the
employees’ attitudes and behaviors. Most studies argue that procedural justice is
most likely to result in organizational-related outcomes such as higher employee
engagement or innovation behavior, whereas distributive justice is most likely to
lead to individual-related outcomes such as higher job motivation and satisfaction
(Lanaj, Johnson & Barnes, 2014). Previous studies have also shown that
procedural justice is positively correlated with employee pay satisfaction (Jawahar
& Stone, 2011) and in particular to the component related to pay raises which
refers to the employees’ expectations for pay raises to be determined in a fair and
just manner (Nadir & Tanova, 2010). As long as the employees perceive the
norms related to the allocation of raises as fair, they are likely to express good
level of satisfaction with their actual pay (Jahawar & Stone, 2011). In addition,
previous studies have shown that procedural justice has a positive impact on the
employees’ satisfaction with their benefits (Tremblay et al., 2000). Thus, it is
important for ethical leaders to ensure that they treat the employees fairly and that
they create rules and procedures that ensure the allocation of rewards and
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punishments in a fair manner in order to increase the employees’ satisfaction with
their pay.
Interactional justice is the dimension of organizational justice most
connected to ethical leadership since it refers to the degree to which ethical
principles such as respect for human rights and dignities are applied in the
interactions that take place within the organization (Till & Karren, 2011).
According to Greenberg (1993), interactional justice can be further split into
interpersonal justice which refers to the employees’ perceptions of the way in
which they are treated by others, and informational justice, which refers to the
employees’ perceptions of the reasons given by others for the way in which they
are treated. Similar to the other dimensions of organizational justice, interactional
justice has also been shown to have a positive impact on employee pay
satisfaction. For example, it is very important for the employees to have access to
a reasonable justification of their salary level in order to be able to overcome the
overestimation bias that usually affects the employees’ perceptions of the salaries
of others when compared to their own (Milkovich et al., 2017). In addition,
Andersson-Straberg, Sverke and Hellgren (2007) concluded that it is not only
important for supervisors to provide clear reasonings for the salary scheme used
in the organization, but also for them to relay this information to the employees in
a manner that illustrates respect and acknowledgement. Thus, it is important for
ethical leaders to communicate clearly with the employees on all matters related
to the pay scheme and also to take into consideration the different perspectives
and reactions that each employee has in relation to the current pay scheme.

2.4. Job satisfaction
Job satisfaction is an important concept in human resources theory since
numerous studies have shown that job satisfaction has a direct and significant
impact on employee performance and the quality of the work (Chan & Ao, 2018).
Job satisfaction refers to the degree to which employees enjoy their jobs. Job
satisfaction can be defined as “any combination of psychological, physiological
and environmental circumstances that cause a person to truthfully say I am
satisfied with my job” (Aziri, 2011, p. 77). According to this definition, there are
a variety of factors which affect job satisfaction, including factors which are
intrinsic to the employee (i.e., the employee’s perceptions, skills, attitudes etc.)
and factors which are extrinsic (i.e., the factors related to job design such as task
variety, autonomy, feedback etc. and factors related to the organizational
environment such as leadership, organizational culture, conflicts etc.).
When employees join an organization, they bring with them their needs,
desires and expectations which, if fulfilled by the organization, result in a high
level of satisfaction (Armstrong, 2006). Thus, it is important for an organization
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to provide opportunities for the employees to experience intrinsic motivation,
since this is a strong predictor of overall job satisfaction (Statt, 2004). For this
objective to be achieved, organizations have to design job roles that are fulfilling
which means providing employees with a sense of accomplishment by performing
activities that they find enjoyable and valuable for the organization (Kaliski,
2007). In addition, job satisfaction can be analyzed from the perspectives of the
roles played by employees in the organization. According to Vroom (1964), the
employees derive satisfaction from their affective response to the roles which they
have to perform at work. It is important for these roles to match the employees’
skills and expectations and for these roles to be recognized as important in the
organization for the employees to be satisfied with their jobs (Vroom, 1964).
Moreover, job satisfaction is affected by the type of relationships that are
formed among the employees and between the employees and their supervisors
(George & Jones, 2008). Employees have several psychological needs as shown
by Maslow’s hierarchy of needs (i.e., the need to feel included in a group, the
need for friendship and companionship, the need for recognition and appreciation,
the need to feel safe from discrimination etc.) which affect the employees
satisfaction with their jobs (Mullins, 2005). According to Spector (1997)
organization have to be built on the principles of human values and dignities and
treat employees with respect and fairness in order to ensure that the employees
develop positive attitudes about their jobs. Thus, it is important for supervisors to
apply ethical principles in their relationships with the employees and also act as
role models which diffuse the model of ethical behavior among the employees in
order to have a high level of employee satisfaction (Bedi et al., 2015). This is
particularly important in regards to the distribution of rewards and recognition in
the organization, since pay has been shown to have an important influence on the
overall employee satisfaction (Aziri, 2011). Bowling et al. (2018) found that there
are five main factors which affect the overall job satisfaction experienced by the
employees: the characteristics of the job, the quality of the supervision, the
relationship with coworkers, the pay and the opportunities for promotion. They
also found that the strongest predictor of overall job satisfaction was the job
design, followed closely by the pay scheme existent in the organization (Bowling
et al., 2018). This shows that there is a clear connection between overall employee
satisfaction and employee pay satisfaction with pay satisfaction being a factor of
influence for overall job satisfaction, but other studies have also shown that the
influence works also in reverse (Chan & Ao, 2018).

CHAPTER THREE
Theoretical Framework and Research
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Hypotheses
As stated in the section regarding the purpose of this study, the theoretical
model showcases the relationship between job motivating potential and employee
pay satisfaction in light of the mediating effect exerted by ethical leadership. The
model in Figure 1 shows how job motivating potential affects employee pay
satisfaction with ethical leadership as mediator. In addition, it presents the direct
relationship between job satisfaction and employee pay satisfaction.

Job Motivating
Potential

Ethical Leadership

Employee Pay
Satisfaction

Job Satisfaction

Figure 1: Theoretical model

The relationship between job motivating potential and employee pay
satisfaction has been widely discussed in the literature and practice related to the
management of human resources. Similarly, the relationship between job
satisfaction and employee pay satisfaction has been investigated by previous
studies, but most of the previous studies consider employee pay satisfaction to be
a predictor of job satisfaction. In my study, I adopt the perspective of Chan and
Ao (2018) who stated that overall job satisfaction is a similar, but distinct concept
from employee pay satisfaction and that pay satisfaction should not be treated as a
component of overall job satisfaction. In addition, previous studies have analyzed
the relationship between organizational justice and employee pay satisfaction, but
there is a lack of studies on the relationship between supervisor ethical leadership
and employee pay satisfaction. Thus, in my study I focus on the mediating effects
of supervisor ethical leadership on the relationship between job motivating
potential and employee pay satisfaction. This would provide a bridge between the
studies which have investigated the impact of organizational justice on employee
pay satisfaction and those studies which have investigated the impact of ethical
leadership on different organizational outcomes including employee satisfaction.
In light of the available studies, I believe that supervisor ethical leadership will
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prove to be a good mediator between job motivating potential and employee pay
satisfaction. The concept of job motivating potential is based on the analysis of
several characteristics related to job design which include the relationship
between supervisors and employees especially in what regards employee
autonomy and the quality of the feedback received (Bahrami et al., 2016). In
addition, studies have shown that employee pay satisfaction is influenced by the
employee’ evaluation of the fairness with which rewards are allocated within the
organization and of the respect with which they are treated by their superiors
when they voice their concerns about the pay scheme (Jung & Yoon, 2016).
Ethical leadership covers these aspects since it requires leaders to treat their
employees with fairness and justice and to respect differences in attitudes and
opinions (Williams et al., 2006). Moreover, ethical leadership also requires
leaders to be open about the way in which decisions are being made and to allow
employees to voice their opinions (Scheller & Harrison, 2018). These findings
provide a sound basis for the hypothesis that supervisor ethical leadership will
mediate the relationship between job motivating potential and employee pay
satisfaction. The results thus shed further light on the importance of ethics in
organizations.

3.1. Antecedents: Job motivating potential and job satisfaction
For the purposes of the present study, job motivating potential is defined as the
index which predicts the employees’ evaluation of the job design as reflects in
their behavior at work (Bahrami et al., 2016). There are several characteristics of
the job design which influence the way in which employees behave (i.e., their
level of motivation) and these include task identity, task significance, skill variety,
autonomy and feedback (Bahrami et al., 2016). To measure the job motivating
potential I have adopted the scale developed by Hackman and Oldham (1976)
which takes into account the array of job design characteristics that influence the
degree to which employees are motivated at work. Job motivating potential
depends of the way in which tasks are allocated in the organization and on the
relationships that are formed among the employees and especially between the
employees and their supervisors since supervisors are the ones that enable
employees to make decisions for themselves and to improve their work through
constructive feedback. For the scope of the present study, I decided to treat the
construct of job motivating potential as unidimensional. This is acceptable since
most of the previous studies have also adopted a similar research design and have
shown that the scale as a unidimensional scale has a good reliability (Altindis,
2011).
Job satisfaction refers to the affective evaluation of the job made by the
employees (Judge et al., 2017). This construct can also be treated either as
unidimensional or multidimensional. For example, job satisfaction can be broken
down into satisfaction with the work itself, satisfaction with the promotion
opportunities, satisfaction with pay, satisfaction with supervision and satisfaction
with the overall working conditions (Chan & Ao, 2018). Some theories assume
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that the overall satisfaction can be derived by summing up the satisfaction with
the individual aspects of the job (Bowling et al., 2018), but this would defeat the
purpose of the present thesis which is to examine the influence of the overall job
satisfaction on employee pay satisfaction. As a result, it is better to treat job
satisfaction as a unidimensional construct which reflect the overall affective
evaluation of the employees in regard to their jobs instead of treating it as a
compound construct (Schleicher et al., 2015).

3.2. Mediator: Supervisor ethical leadership
Ethical leadership refers to the application of ethical principles in the
practice of leadership (Brown et al., 2015). Ethical leaders not only behave in
ethical manners (i.e., treat others with respect and fairness), but also make sure to
present themselves as role models for other people in the organization to be able
to follow their example (Bedi et al., 2015). Previous studies have emphasized that
effective and good leadership has to rely on ethical attitudes and behaviors
(Ciulla, 2004). For the purposes of the present study I have adopted the scale
developed by Craig and Gustafson (1998) which includes items related to the
most common unethical behaviors that can be displayed by leaders in
organizations. Although the scale comprises a variety of different unethical
behaviors, previous studies have shown that it can be treated as unidimensional
(Parry & Proctor-Thompson, 2002). This is especially useful for the purpose of
the present study which aims to investigate the mediation effect of supervisor
ethical leadership on the relationship between job motivating potential and
employee pay satisfaction. The literature on organizational justice has broken
down the concept into four main sub-dimensions (i.e., distributive justice,
procedural justice, interpersonal justice, and informational justice) (Scheller &
Harrison, 2018) which can also be applied to ethical leadership, but treating the
construct of supervisor ethical leadership as multidimensional is beyond the scope
of the present thesis.

3.3. Outcome: Employee pay satisfaction
Employee pay satisfaction refers to the degree to which employees are
satisfied with their pay (Choudhury & Gupta, 2011). As previously mentioned,
employee pay satisfaction can be treated both as a unidimensional and as a
multidimensional construct formed out of four main components: pay satisfaction,
raise satisfaction, benefits satisfaction, and pay structure and administration
satisfaction (Jung & Yoon, 2016). For the purposes of the present thesis, a
unidimensional scale for employee pay satisfaction was adopted. The scale was
developed by Heneman and Schwab (1985) and contains items that cover all of
the four components of employee pay satisfaction. Since previous studies have
shown that the sub-components are highly correlated (Williams et al., 2006), it
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was deemed acceptable to treat the scale as unidimensional. The scale has been
previously used in order to investigate the mediation effect of employee pay
satisfaction in the relationship between supervisor support and employee
performance (Sawitri et al., 2018). Since in the case of the present thesis,
employee pay satisfaction in the dependent variable, I decided to also treat it as a
unidimensional scale in order to simplify the statistical analyses.

3.4. Hypotheses
In the human resources literature, there is a common consensus regarding
the influence of job design on the employees’ level of motivation at work. Each
job has a unique set of characteristics that either motivate or demotivate the
employees performing the job. Previous studies have shown that skill variety, task
identity, task significance, autonomy and feedback have a significant influence on
the degree to which employees feel satisfied with their work (Bahrami et al.,
2016). Since employee pay satisfaction is part of the overall satisfaction felt by
the employees, the same positive relationship between job motivating potential
and employee pay satisfaction was found (Gagne & Deci, 2005). This is
particularly evident in light of Maslow’s (1954) theory regarding the pyramid of
human needs which places the need for physiological and safety needs at the
bottom, showcasing their importance for the satisfaction of the employees. Since
jobs have to be designed in a way that motivates individuals to perform their jobs
and since pay schemes are a fundamental part of any job design, it is
understandable why job motivating potential would have a positive influence on
employee pay satisfaction (Wright & Kim, 2004). Based on these arguments, the
following hypothesis was formulated
Hypothesis 1: Job motivating potential has a positive influence on
employee pay satisfaction.

In order for the employees to be satisfied with their job, they have to be
treated fairly and justly, especially when it comes to pay since pay schemes not
only provide the structure for the allocation of rewards in organizations, but also
signal what jobs are considered important and valuable for the organization
(Milkovich et al., 2017). Employees constantly compare themselves to others in
the organization and to their own expectations in regard to pay and this influences
their perception of the degree to which there are treated fairly and valued for their
contribution to the attainment of organizational goals (Vandenberghe &
Tremblay, 2008). This showcases the importance of supervisor ethical leadership
for employee satisfaction. Previous studies regarding organizational justice have
demonstrated that employee pay satisfaction is positively influenced by certain
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leadership behaviors such as transparency, openness, respect for diversity,
fairness in the allocation of rewards (Scheller & Harrison, 2018). Since these are
all aspects included in the behavior expected from ethical leaders, it is valid to
assume that supervisor ethical leadership will have a positive influence on
employee pay satisfaction. Based on these arguments, the following hypothesis
was developed:
Hypothesis 2: Supervisor ethical leadership has a positive influence on
employee pay satisfaction.

Since the positive influence of job motivating potential on employee pay
satisfaction is hardly debated in the literature on human resources management,
the current endeavors of scholars are directed towards the identification of
extrinsic factors that can mediate the relationship (Sawitri et al., 2018). One
particularly fruitful research avenue investigates the importance of organizational
justice for the relationship between job motivating potential and employee pay
satisfaction. Although the results are somewhat conclusive, what is missing from
the literature is an exploration of the impact of ethical leadership of the
relationship between job design and employee pay satisfaction. As previously
highlighted, organizational justice is considered a significant factor which
influences employee pay satisfaction (Tremblay et al., 2000), and there is a clear
overlap between the concept of organizational justice and the concept of ethical
leadership, which led to the formulation of the following hypothesis:
Hypothesis 3: Supervisor ethical leadership mediates the relationship
between job motivating potential and employee pay satisfaction.

Finally, the study also aimed to explore the relationship between overall
employee satisfaction and pay satisfaction. Previous studies have concluded that
even though pay satisfaction is a component of overall employee satisfaction, the
two concepts can be treated independently (Chan & Ao, 2018). Since overall
employee satisfaction refers to the way in which employees feel about their job as
a whole, while employee pay satisfaction refers specifically to the way in which
the employees feel about their pay, it was deemed important to highlight whether
the overall satisfaction which is influenced by the relationships developed with
the coworkers and the supervisors as well as by the characteristics of the job has
an influence on the employees’ perceptions of their pay. Thus, the following
hypothesis was formulated:

22

Hypothesis 4: Employee pay satisfaction has a positive influence on
overall employee job satisfaction.
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CHAPTER FOUR
Methodology
This chapter presents an overview of the methodology of the study with a
focus on the development of the instrument used to gather data and the process of
data collection. The chapter concludes with a brief section concerning the
methods used in order to analyze the data.
The study was quantitative in nature and relied on data collected through a
web survey. A quantitative study was chosen due to the fact that it allowed the
collection of data even in times of pandemic when social distancing norms apply
and the performance of statistical analysis to test the hypothesis formulated in the
beginning chapter. In addition, all of the other studies identified in the literature
review relied on quantitative design because this allows the collection of data
from a large sample of people with less effort than in the case of qualitative
designs. Since the quantitative route appeared to be the norm in the literature, it
was also chosen for the present study. Moreover, all of the other studies have been
cross-sectional in nature, which is also the nature of the present study. Being
cross-sectional means that the study recorded the answers of the respondents at a
particular point in time and that no causal effects can be observed between the
variables.

4.1. Survey Method
When relying on primary data, quantitative studies usually gather data
using surveys. Surveys represent an easy means of gathering data from a large
sample in a short period of time and also allow researchers to perform advanced
statistical analysis of the data gathered. The survey contained closed-ended
questions that were related to socio-demographic variables (i.e., age, gender,
educational level, marital status and average monthly income) and to the four
variables that form the theoretical model of the present study (i.e., supervisor
ethical leadership, job motivating potential, employee pay satisfaction and job
satisfaction). Before being sent to the respondents, the survey was pretested on a
small sample of acquaintances in order to ensure that the wording of the questions
was not ambiguous and that there were no unanswerable questions. Based on the
feedback from the pre-test sample, no modifications were necessary and the
survey was deemed reliable for the purposes of the present study.
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4.2. Questionnaire design
The purpose of the questionnaire was to allow the validation of the
hypothesis concerning the mediation effect of supervisor ethical leadership on the
relationship between job motivating potential and employee pay satisfaction. The
survey consists of five sections. The first section is the shortest and deals with the
socio-demographic characteristics of the respondents such as age, educational
level, marital status, gender etc. The variables included in this section were
measured using closed-ended questions based either of nominal scales (i.e.,
gender, marital status) or ordinal scales (i.e., educational level, average monthly
salary, age). The other four sections dealt with the four variables included in the
theoretical model. The first section included the items related to job motivating
potential, the second section included the items for employee pay satisfaction, the
third section included the items for supervisor ethical leadership, and the last
section included the items for job satisfaction. Each section contained a different
number of items, depending on the scale used for measuring each variable. The
items for each of these variables were measured using Likert scales of different
sizes and with different labels. Please see Appendix 1 for a full overview of the
questionnaire used in the study.
Prior to the distribution of the questionnaire to the respondents, the
questionnaire was reviewed by the Lebanese American University’s Institutional
Review Board to ensure that no ethical principles were infringed in the process of
conducting the present study. The purpose of this review was to ensure that the
present research obeys the international standard for research that involves human
subjects. After the approval received from the ethical research board, the
questionnaire was sent to the participants. Please see Appendix 3 for the letter of
approval from the Lebanese American University’s Institutional Review Board.

4.3. Variable measurements
4.3.1. Independent variable: Job motivating potential
To measure the job motivating potential I used the part related to job
design from the job diagnostic survey designed by Hackman and Oldham (1976).
The scale contains 17 items which describe the characteristics of the job in terms
of five main dimensions: skill variety (i.e., “An individual working on the job
usually can complete the entire job from beginning to end”), task identity (e.g.,
“The job provides the individual the chance to completely finish the pieces of
work he/she beings”), task significance (e.g., “The individual can see the results
of his/her work”), autonomy (e.g., “He/she is given enough freedom to decide
how to do his/her own work and what methods to use to complete the work”) and
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feedback (e.g., “The co-workers of an individual working on the job never tell the
person whether he/she is doing poorly”).
Respondents were asked to express their level of agreement with the
statements using either a 6-point or a 7-point Likert scale where 1 meant ‘strongly
disagree’ and 5 meant ‘strongly agree’. Several items had their own labels for the
Likert scale such as 1 ‘not at all’ and 5 ‘to a very great extent’. The scale has been
validated by previous studies including Grant, Fried and Juillerat (2011), Grant,
Gino and Hofman (2011) and Ruiz-Palomino, Saez-Martinez & Martinez-Canas,
(2013). In addition, Wegman et al. (2016) have argued that the job diagnostic
survey is not only one of first scales for job characteristics, but also the dominant
model in both current scientific research and human resources practice, which
makes it particularly suitable for the present study. The scale showed an overall
high reliability with a Cronbach’s alpha coefficient of 0.882 (see Table 1).
Table 1: Reliability Statistics for Job Motivating Potential

Cronbach's Alpha
0.882

Number of Items
17

4.3.2. Independent variable: Job satisfaction
To measure the job satisfaction, I used the five items developed by
Schleicher et al. (2015). The items were measured using a five-point Likert scale
where 1 meant ‘highly disagree’ and 5 meant ‘highly agree’. The respondents
were asked to express their level of agreement with statements such as “I am often
bored with my job” or “Most of the time I have to force myself to go to work”.
The first two items from the scale were reverse coded, which means that a higher
score indicates a lower level of job satisfaction, while the other three items were
coded positively which means that a higher score indicates a higher level of job
satisfaction.
Schleicher et al. (2015) proved that the scale is reliable and can be used in
order to investigate the impact of overall job satisfaction on other work-related
outcomes. In addition, the use of a one-dimensional scale matches the arguments
put forth by Chan and Ao (2018) concerning the conceptualization of overall job
satisfaction as a unidimensional construct that is different than the constructs
related to the satisfaction with individual aspects related to job design. The scale
adapted from Schleicher et al. (2015) showed an overall high reliability with a
Cronbach’s alpha coefficient of 0.775 (see Table 2).

26

Table 2: Reliability Statistics for Job Satisfaction

Cronbach's Alpha

Number of Items

0.775

5

4.3.3. Mediating variable: Supervisor ethical leadership
To measure the degree to which supervisors employed ethical leadership I
have used the scale 31-item scale developed by Craig and Gustafson (1998) which
requires employees to state their level of agreement with a series of items that
describe the potential unethical behaviors of their supervisors. The scale includes
items such as “Would lie to me”, “Would risk me to protect himself/herself in
work matters” and “Is evil” which have to be rated by respondents on a 5-point
Likert scale where 1 means ‘strongly disagree’ and 4 means ‘strongly agree’
(Craig & Gustafson, 1998, p. 143). Although the scale includes 31 items, Craig
and Gustafson (1998) concluded that it is unidimensional and subsequent studies
have proven that the scale is in fact unidimensional and that it can be reliably used
in order to investigate the impact of the level of ethical leadership on
organizational performance (Parry & Proctor-Thomson, 2002) or on employee
pay satisfaction (Ruiz-Palomino et al., 2013). The reliability analysis also showed
that the scale is highly consistent, since the results showed a Cronbach’s alpha
coefficient of 0.972 (see Table 3).
Table 3: Reliability Statistics for Supervisor Ethical Leadership

Cronbach's Alpha Number of Items
0.972
31
4.3.4. Dependent variable: Employee pay satisfaction
For the measurement of the independent variable, employee pay
satisfaction, I have adopted the 18-item scale developed by Heneman and Schwab
(1985). The scale contains items pertaining to four dimensions of employee pay
satisfaction: level, benefits, raise and structure/administration. For example, the
items related to raise were the following: “My most recent raise”, “The raises I
have typically received in the past”, and “How my raises are determined”
(Heneman & Schwab, 1985, p. 136). The degree to which the respondents were
satisfied with the different characteristics of the pay system was measured using a
5-point Likert scale where 1 meant ‘very dissatisfied’ and 5 meant ‘very
satisfied’. I have chosen this scale because it has been thoroughly validated by
previous studies, it takes into account the multidimensionality of the employee
pay satisfaction construct and has been proven to be across cultures (Lievens et
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al., 2007). Moreover, this scale was used by Sawitri et al. (2018) in their study of
the mediating role played by employee pay satisfaction on the relationship
between supervisor support and employee performance. Sawitri et al. (2018)
found that supervisor support has a positive influence on employee performance
and that employee pay satisfaction mediates this relationship by enhancing the
effect of supervisor support. This shows that the scale can be reliably used as a
means to explore the relationship between ethical leadership, job motivating
potential and employee pay satisfaction. The scale showed an overall high
reliability with a Cronbach’s alpha coefficient of 0.967 (see Table 4).
Table 4: Reliability Statistics for Employee Pay Satisfaction

Cronbach's Alpha
0.967

Number of Items
18

4.4. Sample and Data Collection
The study was conducted in Lebanon during the months of March, April
and May of 2020. The respondents for the survey were recruited using
convenience sampling. The respondents had to comply with the following criteria:
age over 18, currently employed in a Lebanese company and at least two months
of work experience. The survey was created using Google Forms and was
distributed using social media platforms to friends, acquaintances, relatives and
others. The respondents were also invited to send the link to the web-survey to
other people who fit the criteria. The respondents were informed about the
purpose of the study, the anonymity of the data and of the fact that they have the
right to decline participation. The respondents had to check “I agree” in order to
express their agreement with their voluntary participation in the study.
In total, 125 respondents filled in the survey. The sample was balanced in
terms of gender, with 50.4% females and 49.6% males. In terms of age groups,
the majority of the respondents (74.4%) were below 35 with 33.6% having ages
between 18 and 24 and 40.8% ages between 25 and 34. However, the sample also
included respondents above 35 (25.6%). In terms of marital status, 62.4% of the
respondents were single and 37.6% were married. In addition, the vast majority of
the respondents had university studies with 24.8% having a bachelor degree,
54.4% having a master degree, and 15.2 % having a doctorate degree. There were
only 5.6% respondents with no university education. In terms of average monthly
income, the majority of the respondents had an income between LBP 1,000,000
and LBP 3,000,000 (62.4%), but there were also respondents that had less than
LBP 1,000,000 per month (10.4%) and respondents who had more than LBP
5,000,000 per month (12%). An overview of the characteristics of the sample is
presented in Table 5.
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Table 5: Demographic Variables for the Sample

Gender
Age

Marital status
Educational
background

Average monthly
income

Ch aracteristic
Male
Female
18 – 24
25 – 34
35 – 44
Above 45
Single
Married
Primary education
High school
Bachelor degree
Masters
PhD
Less than LBP 1,000,000
LBP 1,000,000 – LBP
2,000,000
LBP 2,000,000 – LBP
3,000,000
LBP 3,000,000 – LBP
5,000,000
More than LBP 5,000,000

Frequency Percent
62
49.6
63
50.4
42
33.6
51
40.8
25
20
7
5.6
78
62.4
47
37.6
3
2.4
4
3.2
31
24.8
68
54.4
19
15.2
13
10.4
31

24.8

42

33.6

24

19.2

15

12

4.5. Data analysis
For the analysis of the data collected using the questionnaire we used
descriptive statistics, reliability statistics and linear regression analysis for
mediation. Descriptive statistics such as mean, median, mode, frequencies,
percentages etc. were used in order to present the characteristics of the sample.
Reliability statics (i.e., Cronbach’s alpha) were used in order to evaluate the
reliability of the scales used in order to measure the three main variables included
in the study. Cronbach’s alpha is a commonly used measure of internal
consistency for Likert scales and according to the standards established in the
field, the coefficient needs to be above 0.8 to consider that a scale has a good
internal consistency (Brown, 2002).
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Mediation regression analysis includes three different linear regressions
which show whether the relationship between two variables is actually explained
by a third mediating variable or direct (Baron & Kenny, 1986). In the first step, it
is necessary to regress the dependent variable on the independent variable in order
to see whether the independent variable predicts the dependent variable. If there is
a significant relationship of influence, then the second step involves the regression
of the mediating variable on the independent variable to test whether the
independent variable predicts the mediating variable. If there is a significant
relationship of influence, then the third step requires the regression of the
dependent variable an both the independent and the mediating variables. If no
relationship of influence is found, then this is a case of full mediation. In case of
only a small relationship of influence, the conclusion is of a partial mediation.
For the purposes of presenting the data in table format, the following
abbreviations were used: JMP – job motivating potential, EPS – employee pay
satisfaction, SEL – supervisor ethical leadership, and JS – job satisfaction.
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Data Analysis and Results
This chapter presents the results of the study based on the data gathered
through the questionnaire. The data was analyzed using IBM SPSS, a statistical
program widely used in social sciences for the analysis of quantitative data. The
chapter begins with an examination of the psychometric properties of the study
which includes a presentation of the mean, standard deviation, reliability
coefficients and correlations for the variables measured with the questionnaire.
The final section presents the linear regression analyses used in order to test the
three hypotheses presented in the beginning section of the study.

5.1. Psychometric properties of the study
The evaluation of the internal consistency of the variables measured with
the questionnaire was based on Cronbach’s alpha coefficient. The coefficient
measures the degree to which the items used in a scale reflect the same construct,
i.e., they move in the same direction or are correlated. The value of this
coefficient ranges from 0 (no correlation between the items) and 1 (full correlation
between the items). In general, it is considered that a value above 0.6 shows a
moderate internal consistency level, while a value above 0.8 shows a good
internal consistency level (Brown, 2002). A high value of Cronbach’s alpha
coefficient signals that the scale is reliable and thus can be used in further
statistical analyses. However, this does not mean that the scale is unidimensional,
as assumed in the present study. For this assumption to be valid, further statistical
analysis is required (i.e., exploratory factor analysis). This was not necessary in
the case of the scales used in the present study because previous researches have
already shown that the scales can be reliably treated as unidimensional scales. The
Cronbach’s alpha coefficients for the three variables included in the study were
presented in the previous chapter. All of the scales registered values over 0.8
which means that they have a good level of internal consistency. Supervisor
ethical leadership had a reliability coefficient of 0.972, while employee pay
satisfaction had a reliability coefficient of 0.967. Job motivating potential had a
lower reliability coefficient, i.e., 0.882, but this was still higher than the 0.8
threshold. The lowest reliability coefficient was obtained for the scale used to
measure job satisfaction (i.e., 0775), but this was close to the 0.8 threshold so the
scale was deemed sufficiently reliable. In light of this, all of the scales used in the
study proved to have high internal consistencies and were deemed reliable for the
purposes of the mediation regression analysis.
Table 6 presents the descriptive statistics for the variables measured using
the questionnaire. Including the socio-demographic variables, the study comprised
nine variables which are presented using their mean and standard deviation. Also,
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the minim and maximum values are shown in the table, and the values reflect the
fact that the variables were measured using scales of different lengths.

Table 6: Descriptive Statistics

Gender
Marital Status
Age
Educational
Background
Average Monthly
Income
JMP
EPS
SEL
JS

N

Minimum

Maximum

Mean

125
125
125
125

1
1
1
1

2
2
4
5

1.50
1.38
1.98
3.77

Std.
Deviation
.502
.486
.875
.834

125

1

5

2.98

1.160

125
125
125
125

2.65
1.00
1.00
1.40

6.41
5.00
7.00
7.00

4.4489
3.3133
2.9892
4.7024

.77563
1.02809
1.16042
1.26558

Table 7 presents the correlations between the variables included in the
study. As it can be observed, gender was correlated with the average monthly
income, signaling the fact that the male respondents tended to have higher average
monthly incomes than the female respondents included in the sample. Similarly,
marital status was correlated with age (Pearson coefficient = 0.533, sig.=0.000),
with educational level (Pearson coefficient = 0.217, sig. 0.015) and with average
monthly income (Pearson coefficient = 0.188, sig.= 0.036).
Table 7: Correlations
Gender
Gender

Pearson
Corr.

1

Sig. (2 t)
N
Marital
status

Pearson
Corr.
Sig. (2 t)
N

Age

Pearson
Corr.

125

Marital
status

Age

Edu

Income

JMP

EPS

SEL

JS

-.142

-.064

-.050

.270**

.081

.132

.075

.049

.113

.475

.577

.002

.367

.142

.403

.588

125

-.142

1

.113

125

125

125

125

125

125

.533**

.217*

.188*

.137

.047

-.056

.175

.000

.015

.036

.126

.599

.536

.050

125

125

125

125

-.064

.533**

1

.291**
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125

125
.277**

125

125

125

125

.013

.037

-.042

.037

Sig. (2 t)
N
Edu

Pearson
Corr.
Sig. (2 t)
N

Income

Pearson
Corr.
Sig. (2 t)

JMP

EPS

SEL

.475

.000

.001

125

125

125

-.050

.217*

.291**

.577

.015

.001

.002

125

.890

125
1

.679

.644
125

125

125

.203*

.335**

-.082

.024

.000

.362

.189*
.035
125

.680
125
.130
.150

125

125

125

125

125

125

125

.270**

.188*

.277**

.203*

1

.365**

.239**

.002

.036

.002

.024

.000

.007

.276**
.002

125

125

N

125

125

125

125

Pearson
Corr.

.081

.137

.013

.335**

.365**

Sig. (2 t)

.367

.126

.890

.000

.000

N

125

125

125

125

Pearson
Corr.

.132

.047

.037

-.082

Sig. (2 t)

.142

.599

.679

.362

N

125

125

125

125

Pearson
Corr.

.075

-.056

-.042

Sig. (2 t)

.403

.536

.644

.189
.035

N

125

125

125

125

125

125
.239

**

.007
125

125
1

125
.397

.428**

.000

.410**
.000

.000

125

125

125

-.155

.602**

.085

.000

125

125

1

.000

-.276**
*

125
-.155

1

**

.002
125

.075
125

.397**

**

125

126
.160

.410
.000

.085

125

125

.448**
.000
125

125

The correlation between age and marital status was expected, but the other
two were not expected, since being married is not normally associated either with
a higher education level or with a higher income. There was also a correlation
between age and educational level and average monthly income, which was to be
expected since career development is usually associated with pay raises.
Interestingly, educational level and average monthly income were the only
socio-demographic variables which was correlated with the main variables in the
study. I found a positive correlation between the level of education and job
motivating potential (Pearson coefficient = 0.335, sig.= 0.000) and a negative
correlation between the level of education and supervisor ethical performance
(Pearson coefficient = -0.189, sig.= 0.035). This means that the respondents with
higher level of educations were more likely to provide positive reviews of their
job’s characteristics. In addition, since supervisor ethical performance was reverse
coded (i.e., higher scores mean less ethical behaviors from supervisors), then the
negative correlation means that respondents with higher levels of education
tended to experience higher levels of supervisor ethical leadership. Similar results
were obtained in the case of average monthly income. I found a positive
correlation between average monthly income and job motivating potential
(Pearson coefficient = 0.365, sig.= 0.000) and employee pay satisfaction (Pearson
coefficient = 0.239, sig.=0.007). I also found a negative correlation between
average monthly income and supervisor ethical leadership (Pearson coefficient =
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0.276, sig.=0.002). These results mean that the respondents with higher incomes
were more likely to rate favorable their job’s characteristics and to be satisfied
with their pay. In addition, respondents with higher incomes were more likely to
rate their supervisors as ethical in comparison to their counterparts with lower
levels of income. The existence of these correlations indicates that these two
variables should be included as control variables in the analysis of the mediating
effect of supervisor ethical leadership on the relationship between employee pay
satisfaction and job motivating potential. However, this type of analysis would go
beyond the scope of the present study so the two variables will be excluded from
further analyses.
Moreover, the results in Table 7 show that there are correlations between
the three variables included in the study which means that a regression analysis is
feasible. Job motivating potential is positively correlated to employee pay
satisfaction (Pearson coefficient = 0.397, sig.= 0.000) and negatively correlated to
supervisor ethical leadership (Pearson coefficient = -0.410, sig.= 0.000). In
addition, job satisfaction is positively correlated to job motivating potential
(Pearson coefficient = 0.428, sig.= 0.000) and with employee pay satisfaction
(Pearson coefficient = 0.602, sig.= 0.000) and negatively correlated with
supervisor ethical leadership (Pearson coefficient = -0.448, sig.= 0.000). This
shows a good premise for the test regarding the fourth hypothesis. However, there
is no significant correlation between supervisor ethical performance and employee
pay satisfaction, which suggests that I might encounter difficulties in the
mediation regression analysis and might have to reject the second and third
hypotheses of the study.

5.2. Regression of the independent variable on the dependent
variable
In order to test the first hypothesis of the study, I have regressed the
independent variable (i.e., job motivating potential) on the dependent variable
(i.e., employee pay satisfaction). Table 8 presents the model summary with the
values for R and R square. The value of R shows the coefficient of correlation
between the two variables, which had already been computed. The value of R
square shows the amount of variance in the dependent variable which is explained
by the independent variable. In this case, 15.7% of the variance of employee pay
satisfaction was explained by job motivating potential. Based on this value, we
can conclude that job motivating potential is not a strong predictor of employee
pay satisfaction. However, the results presented in Table 7 demonstrate that even
though the influence of job motivating potential on employee pay satisfaction is
small, it is still statistically significant.
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Table 8: Model Summary – H1

Model

R

R Square

1
.397a
.157
a. Predictors: (Constant),
JMP

Adjusted R
Square
.151

Std. Error of the
Estimate
.94756

Table 9 presents the results of the goodness of fit of the data to the linear
regression equation obtained between the independent and the dependent
variables. Since the significance value is below 0.05, this means that the model is
statistically significant.
Table 9: ANOVA – H1

Model
Sum of Squares
1 Regression
20.627
Residual
110.437
Total
131.064
a. Dependent Variable: EPS
b. Predictors: (Constant), JMP

df
1
123
124

Mean Square
20.627
.898

F
22.973

Sig.
.000b

Lastly, in Table 10 there are the coefficients of the constant and the
independent variable followed by their statistical significance. Job motivating
potential has a coefficient of 0.526 which is statistically significant at p <0.01. As
it can be seen, the following regression equation was obtained:
Employee pay satisfaction = 0.974 + 0.526*Job motivating potential
Table 10: Coefficients – H1

Model

Unstandardized
Standardized
t
Sig.
Coefficients
Coefficients
B
Std. Error
Beta
1 (Constant)
.974
.495
1.966 .052
JMP
.526
.110
.397 4.793 .000
a. Dependent Variable: EPS
This means that as job motivating potential increases, employee pay
satisfaction will also increase with 0.526 times the increase in job motivation
potential. In conclusion, the first hypothesis of the study has been confirmed since
the regression analysis showed that job motivating performance has a significant
positive influence on employee pay satisfaction.
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5.3. Regression of the mediating variable on the dependent
variable
In order to test the second hypothesis of the study I regressed the
mediating variable (i.e., supervisor ethical leadership) on the dependent variable
(i.e. employee pay satisfaction). Table 11 presents the model summary for the
linear regression model. The value of R is 0.155 signaling a correlation of 0.155
between the two variables, and the value of R square is 0.024. This means that
only 2.4% of the total variance of employee satisfaction is explained by
supervisor ethical leadership. This is percentage close to 0 which means that even
if the model is statistically significant, the relationship is not significant in
practical terms since supervisor ethical leadership is a poor predictor of employee
pay satisfaction. However, the results presented in Table 12 show that the model
is not statistically significant. This is a result of the fact that the significance value
obtained is 0.085 which is above the threshold of 0.05. As a result, it has been
proven that there is no linear relationship between supervisor ethical leadership
and employee pay satisfaction.
Table 11: Model Summary – H2

Model

R

R Square

1
.155a
.024
a. Predictors: (Constant),
SEL

Adjusted R
Square
.016

Std. Error of the
Estimate
1.01986

Table 12: ANOVA – H2

Model
Sum of Squares
df
Mean Square
F
Sig.
1 Regression
3.130
1
3.130 3.010 .085b
Residual
127.934 123
1.040
Total
131.064 124
a. Dependent Variable: EPS
b. Predictors: (Constant), SEL
A similar result is shown in Table 13 which presents the coefficients of the
linear regression equation. Supervisor ethical leadership has a coefficient of 0.137
which suggests a negative relationship between the two variables, but the
coefficient of significance is 0.085 which is above 0.05.
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Table 13: Coefficients – H2

Model

Unstandardized
Coefficients
B
Std. Error
1 (Constant)
3.723
.253
SEL
-.137
.079
a. Dependent Variable: EPS

Standardized
Coefficients
Beta

t

Sig.

14.717
-.155 -1.735

.000
.085

In conclusion, the second hypothesis has been rejected since the regression
analysis showed that the influence of supervisor ethical leadership on employee
pay satisfaction is not significant.

5.4. Mediation regression analysis
The first step in the mediation regression analysis was performed in order
to test the first hypothesis. The results showed that there is statistically significant
relationship between job motivating potential as a predictor and employee pay
satisfaction. The next step in the mediation analysis was performed in order to test
the second hypothesis. Unfortunately, the results showed that there was no
statistically significant relationship between supervisor ethical leadership and
employee pay satisfaction. However, a further step requires the exploration of this
relationship while the independent variable (i.e., job motivating potential) is
controlled.
However, before performing the last step of the mediation regression
analysis, I will explore the relationship between the independent variable (i.e., job
motivating potential) and the mediating variable (i.e., supervisor ethical
leadership). The results of the model summary for the regression analysis are
shown in Table 14. As it can be observed, the value of R is 0.410, indicating a
rather moderate level of correlation between the two variables, while the value of
R square is 0.168. This means that 16.8% of the total variance in supervisor
ethical leadership is explained by job motivating potential.
Table 14: Model Summary – H3’

Model
1

R
.410a

R Square

Adjusted R Square

.168

.161

a. Predictors: (Constant),
JMP
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Std. Error of the
Estimate
1.06277

Moreover, the results presented in Table 15 demonstrate that the
regression model obtained is statistically significant since the value of
significance is 0.000, which is below the p value of 0.05.
Table 15: ANOVA – H3’

Model
Sum of Squares
df
Mean Square
F
Sig.
1 Regression
28.051
1
28.051 24.836 .000b
Residual
138.925 123
1.129
Total
166.976 124
a. Dependent Variable: SEL
b. Predictors: (Constant), JMP
Based on the results presented in Table 16, the following regression line was
obtained:
Supervisor ethical leadership = 5.717 -0.613*Job motivating potential
Table 16: Coefficients – H3’

Model

Unstandardized
Coefficients
B
Std. Error
1 (Constant)
5.717
.556
JMP
-.613
.123
a. Dependent Variable: SEL

Standardized
Coefficients
Beta

t

10.290
-.410 -4.984

Sig.

.000
.000

The significance level for the coefficient obtained for job motivating
potential was 0.000, which means that the coefficient is statistically significant
since this is lower than 0.05. The negative coefficient actually implies that a
higher job motivating potential is related to a higher degree of supervisor ethical
leadership since the items for supervisor ethical leadership were reverse coded.
After establishing this, it is time to conduct the final step in the mediation
regression analysis which means regressing the mediating variable (i.e.,
supervisor ethical leadership) on the dependent variable (i.e., employee pay
satisfaction) while controlling for the effect of the independent variable (i.e., job
motivating potential). This was accomplished by using the Enter method in IBM
SPSS linear regression function and first entering the independent variable and
then entering the mediating variable. Table 17 shows the model summaries for the
two steps. It can be noticed that there is no modification in R square as a result of
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the addition of the mediating variable. Both models explain 15.7% of the total
variance of employee pay satisfaction.
Table 17: Model Summary – H3

Model

R

R Square

Adjusted R
Square
.151
.144

1
.397a
.157
b
2
.397
.157
a. Predictors: (Constant), JMP
b. Predictors: (Constant), JMP, SEL

Std. Error of the
Estimate
.94756
.95139

Based on the results shown in Table 17, it is clear that both models are
statistically significant since the significance value is 0.000 which is below the
0.05 threshold. However, the results presented in Table 19 show that the
significance is not given by the presence of supervisor ethical leadership, but by
the presence of job motivating potential.
Table 18: ANOVA – H3

Model
Sum of Squares
1 Regression
20.627
Residual
110.437
Total
131.064
2 Regression
20.637
Residual
110.427
Total
131.064
a. Dependent Variable: EPS
b. Predictors: (Constant), JMP
c. Predictors: (Constant), JMP, SEL

df
1
123
124
2
122
124

Mean Square
20.627
.898

F
22.973

Sig.
.000b

10.319
.905

11.400

.000c

Table 18 shows that the coefficient obtained by supervisor ethical
leadership after controlling for the influence of job motivating potential was of
0.009 and that its level of significance was 0.916, which is very close to 1
signaling a highly non-significant statistical relationship. For the mediation to take
place, the introduction of supervisor ethical leadership in the regression model
should have improved the value of R square and also resulted in a statistically
significant coefficient for the variable.
Table 19: Coefficients – H3

Model

Unstandardized
Coefficients
B
Std. Error
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Standardized
Coefficients
Beta

t

Sig.

1

(Constant)
.974
JMP
.526
2 (Constant)
.925
JMP
.531
SEL
.009
a. Dependent Variable: E PS

.495
.110
.679
.121
.081

.397
.401
.010

1.966
4.793
1.363
4.398
.106

.052
.000
.175
.000
.916

In conclusion, the third hypothesis was rejected since the mediation
analysis showed that supervisor ethical leadership does not mediate the
relationship between job motivating potential and employee pay satisfaction.

5.5. Regression of job satisfaction on employee pay satisfaction
In order to test the fourth hypothesis of the study, I have regressed the
independent variable (i.e., job satisfaction) on the dependent variable (i.e..,
employee pay satisfaction). Table 19 presents the values obtained for R and R
square. The correlation between the variables (R) was already known. The linear
regression analysis also shows that 36.3% of the total variance of employee pay
satisfaction is explained by overall job satisfaction. This shows that overall job
satisfaction acts a good predictor for employee pay satisfaction.
Table 20: Model Summary – H4

Model

R

R
Square
1
.602a
.363
a. Predictors: (Constant), JS

Adjusted R
Square
.358

Std. Error of the Estimate
.82390

Table 20 presents the overall goodness of fit of the linear model. Since the
significance value was 0.000, this means that the data fits the model in a manner
that is statistically significant.
Table 21: ANOVA – H4

Model
Sum of Squares
1 Regression
47.570
Residual
83.494
Total
131.064
a. Dependent Variable: EPS
b. Predictors: (Constant), JS

df
1
123
124
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Mean Square
47.570
.679

F
70.079

Sig.
.000b

Finally, based on the results shown in Table 21, it can be seen that job
satisfaction has a coefficient of 0.489 which is statistically significant at p<0.01.
Consequently, the following regression equation was obtained:
Employee pay satisfaction = 1.012 + 0.489*Job satisfaction
Table 22: Coefficients – H4

Model

Unstandardized
Coefficients
B
Std. Error
1 (Constant)
1.012
.285
JS
.489
.058
a. Dependent Variable: EPS

Standardized
Coefficients
Beta
.602

t

3.555
8.371

Sig.

.001
.000

Based on these results, it is evident that overall job satisfaction has a
strong positive influence on employee pay satisfaction since the coefficients in the
regression equation are positive and the value for R square was around 0.4. In
conclusion, the fourth hypothesis was confirmed.

CHAPTER SIX
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Discussion and Conclusions
The main purpose of the study was to explore the relationship between job
motivating potential and employee satisfaction in light of the mediation effect of
supervisor ethical leadership. The point of departure was the belief that ethical
leadership would have a significant effect on the perceptions of the employees
regarding the fairness of their pay and thus affect their overall satisfaction with
their pay. By showcasing ethical leadership, supervisors could increase the
satisfaction of the employees with their job and especially with their
compensation by making them feel valued, respected and treated with fairness and
integrity. Previous studies have shown that job design (i.e., task significance,
autonomy, feedback, task identity and skill variety) has a significant positive
effect on employee satisfaction which includes satisfaction with pay, but no
previous study has specifically investigated the link between job design and
employee pay satisfaction through the mediating effect that could be elicited by
supervisor ethical leadership. The constant corporate scandals and employee
protests demanding fair treatment have brought to the attention of scholars and
business leaders of the importance of ethical leadership, which makes this study
of significant interest in today’s context. This is especially true in light of the fact
that by showing the mediating effect played by supervisor ethical leadership on
the relationship between job design and employee pay satisfaction, the thesis
could bring an additional argument in favor of organizations placing more
emphasis on the need of leaders to behave in ethical manners.

6.1. Discussion
The first hypothesis was confirmed by the regression analysis. The results
obtained showed that job motivating potential has a significant positive influence
on employee pay satisfaction. This can be explained by the fact that a motivating
job is often a source of intrinsic motivation which generates a degree of
satisfaction that can overcome the potential negative effects of the dissatisfaction
with the pay scheme. Previous studies have found that a sound job design which
provides employees with ample opportunities to apply their skills and abilities, to
act in autonomous manners and to view their tasks as important for the
organization raises employee satisfaction, including the satisfaction with pay
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(Bahrami et al., 2016). Thus, the confirmation of the first hypothesis simply
proves that the results of previous studies which were performed in other
countries are also entirely valid in the case of Lebanon. This was to be expected
since theories and practices regarding job design have not changed much in the
last half of century and have all revolved around the features which have been
included in the present study as well (Wegman et al., 2016). This is particularly
useful for Lebanese managers, especially those that work in human resources
departments, because it highlights the benefits of having a proper job design for
the company and for the employees. Since job design is positively associated with
pay satisfaction, then a well thought of job design that provides employees with
ample opportunities for intrinsic motivation might prove to be a more financially
feasible option than the one relying simply on providing employees with external
motivation such as a high salary or constant pay raises.
The second hypothesis was rejected by the regression analysis. The results
obtained showed that supervisor ethical performance has no significant influence
on employee pay satisfaction. This result is contradictory to what previous studies
have found, since the literature review section showcased a number of studies
which have found positive correlations between organizational justice dimensions
and employee pay satisfaction. However, it is partially explained by the fact that
ethical leadership is not necessarily equitable to organizational justice since the
two constructs have been built by two different strands of the literature and have
not been brought together in a discussion of how ethics and fairness influences
employee pay satisfaction before. Another potential explanation is provided by
the measurement used for supervisor ethical leadership which relied on a scale
that was not inspired by previous studies on organizational justice, but by
common example of unethical behaviors of managers in organizations. Since the
focus of the scale used in order to measure supervisor ethical leadership was on
the way in which leaders can misbehave and did not have particular questions
regarding the behavior of supervisors when allocating resources or when talking
to the employees about the reward system, it could be said that the results reflect
only the fact that an overall ethical behavior on behalf of leaders does not reflect
in higher employee pay satisfaction. However, this does not mean that another
study that would use a different or similar measurement of ethical leadership more
focused on particular behaviors that are related to pay would not find a positive
and significant influence of supervisor ethical leadership and employee pay
satisfaction. In fact, the results obtained in the present study go against the
findings of Ruiz-Palomino et al. (2013) who have used the same scale for ethical
leadership and found a positive correlation between supervisor ethical leadership
and employee pay satisfaction. The lack of influence found in the study could be
explained by the current economic context faced by Lebanese employees which
has been negatively affected by the recent political protests and the global
COVID-19 pandemic, making it difficult for companies to maintain the same pay
levels. In such a context, the importance of ethical leadership is far less than the
importance of financial considerations which could provide an explanation for the
lack of influence of ethical leadership on employee pay satisfaction.
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The third hypothesis was also rejected by the regression analysis. The
results showed that there was no mediation effect of supervisor ethical leadership
on the relationship between job motivating potential and employee pay
satisfaction. This, coupled with the rejection of the second hypothesis showed that
supervisor ethical leadership is not a significant predictor of employee pay
satisfaction. However, this does not mean that studies using different approaches
could obtain very different results, in particular if they use a measure of ethical
leadership that is focused more on pay and compensation aspects. In fact, since
Lebanon is a country that highly values norms and the search for the truth as
showcased by the scores for Hofstede’s cultural dimensions, it is uncommon to
find that ethical leadership does not have an influence on employee pay
satisfaction, either directly or through the mediation of the relationship between
job motivating potential and employee pay satisfaction. In light of the issues
highlighted above, it is clear that more studies are necessary in order to clearly
understand the connection between ethical leadership and employee pay
satisfaction in the Lebanese context.
Finally, the fourth hypothesis was confirmed by the regression analysis.
Thus, the study showed that overall job satisfaction has a positive influence on
employee pay satisfaction. This result was to be expected since most studies
consider that job satisfaction is a result of the sum of the evaluations of the
individual aspects of the job which also includes pay. However, in contrast to
most studies which treat employee pay satisfaction as a sub-construct of job
satisfaction, this study treated the two constructs as related, but independent. The
statistically significant results demonstrate that there is merit in the treatment of
job satisfaction as an independent variable that influences employees’ perceptions
regarding their pay since job satisfaction is a variable which reflects the overall
attitude that employees have towards their jobs. This shows that it is necessary for
Lebanese organizations to address the issues other than pay that affect employee’s
satisfaction (e.g., the treatment received from supervisors or the overall job
design) in order to increase the level of satisfaction that the employees experience
in regard to their pay.

6.2. Limitations
The study suffers from several limitations which have to be taken into
consideration when analyzing the results. First, the research design was based on
a data collected through a self-administered survey which is known to generate
biases in the responses. For example, respondents could interpret in different ways
the questions included in the survey which would lead to measurement problems
since each question is considered to measure the same thing. I have tried to
overcome this issue by pretesting the survey on a sample of close friends and by
attempting to word the questions in a clear manner. In addition, respondents could
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offer responses that are socially desirable instead of responses that accurately
reflect their beliefs out of the need to conform to social norms, a practice which is
very common in Lebanon due to the low pragmatism exhibited by Lebanese
people. To avoid this type of bias, I made sure to inform the respondents that their
answers were recorded anonymously and that for the purpose of the research
truthfulness was paramount.
Another limitation comes from the fact that the sample was gathered
through convenience sampling which means that the results cannot be generalized
to the entire Lebanese workforce. Convenience sampling is a method which
allows researchers to gather data with less effort and less resources than
probabilistic sampling, but is also limits the representativeness of the sample and
the reliability of the results. In particular, although I have attempted to gather data
from a variety of Lebanese employees, most of the responses came from people
with higher education and medium to high average monthly incomes which means
that the opinions of people with lower levels of education and lower incomes are
not accurately represented in the data collected.
Moreover, the study was very limited in scope and did not investigate to
the full extent the relationship between job motivating potential, employee pay
satisfaction and supervisor ethical leadership. For example, the variable job
motivating potential which was treated in the present study as unidimensional is
in fact multidimensional and could have been broken down into its five main
subconstructs for a better analysis. Similarly, supervisor ethical leadership was
treated as a unidimensional variable based on the results of previous studies, but
the same previous studies had shown that it could be split into subconstructs if
necessary. For the purposes of the present study, it would have been particularly
useful to investigate the aspects of ethical leadership related to pay, raises and
bonuses in order to be able to clearly isolate the impact of ethical leadership on
employee pay satisfaction. Moreover, different analysis could have been
performed, such as a moderating analysis as it was performed by Ruiz-Palomino
et al. (2013) who managed to identify a moderating effect of supervisor ethical
performance on the relationship between job design and employee pay
satisfaction.

6.3. Future Research
In spite of its limitations, the present study can be considered a basis for
further research on the importance of ethical leadership for employee pay
satisfaction. Scholars could use the same research design on larger and more
representative samples in order to better investigate the mediating effect of
supervisor leadership on the relationship between job motivating potential and
employee pay satisfaction. It would also be interesting and useful if future studies
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would provide cross-country analyses of this relationship by extending the
research to other countries from the MENA region. In addition, it would be
worthwhile to also ensure that there is a more broader coverage of all types of
employees (i.e., white collar, blue collar, part-time, full-time employees) in order
to see whether the type of job or the type of schedule has an influence on the
relationship between job motivating potential and employee pay satisfaction and
if this relationship is mediated by supervisor ethical leadership. It could also be
useful for future studies to control for the impact of several socio-demographic
variables such as age, work experience, seniority, education level, gender etc. in
the study of the relationship between job motivating potential and employee pay
satisfaction.
Future studies could also improve on the research design by using
different scales for the measurement of the variables. For example, more recently
developed scales of ethical leadership are focused on a series of positive aspects
related to the ethical behaviors of leaders (i.e., the adoption of ethical principles in
their behaviors and their attempts to motivate others to behave ethically). The use
of such a scale might provide a better measurement of the type of ethical
leadership that is most likely to mediate the relationship between employee pay
satisfaction and job motivating potential. Furthermore, since there is a wealth of
studies on organizational justice and the relationship between the different
components of organizational justice and employee pay satisfaction, future studies
could specifically design an ethical leadership scale that would take into
consideration the aspects related to organizational justice which are most likely to
influence employee pay satisfaction (i.e., leaders’ explanation of the pay scheme,
leaders’ reasons for pay raises, the ethical norms applied by leaders when
deciding to allocate rewards etc.). This would improve the likelihood of
identifying a mediation effect in the case of supervisor ethical leadership.
Similarly, there are other scales derived from the scale designed by Hackman and
Oldham (1976) for job motivating potential which allow researchers to investigate
the impact of each subdimension (i.e., task significance, identity, skill variety,
feedback and autonomy) on employee pay satisfaction, which, again, might
improve the chances of clarifying the impact of supervisor ethical leadership on
the connection between the two variables.
Overall, the present study represents a stepping stone towards a greater
awareness of the importance of ethical leadership in modern organizations. In
particular, the connection made between ethical leadership and employee pay
satisfaction opens up new avenues of research that can combine insights from
different strands of the literature which are at the moment largely independent. In
addition, this would also provide a sounder business case for the adoption of
ethical leadership in organizations if it could be proven that there is indeed a
significant influence of ethical leadership on employee pay satisfaction.
Considering the current economic context that has been negatively affected by the
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global COVID-19 pandemic, it would be useful for companies to identify
nonfinancial means of raising the satisfaction of their employees, and ethical
leadership appears to be a sound option.
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