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Abstract

This study examined the relationship between pay satisfaction and the inno-
vative behavior of employees. It also examined whether self-efficacy and or-
ganizational commitment positively mediate the above relationship. In addi-
tion, the moderating role of social comparison orientation in the relationship
between self-efficacy and innovative behavior is examined. Using SPSS 25.0
software to analyze 305 questionnaires presented to employees, the main hy-
potheses were tested. The result of the analysis showed that pay satisfaction
has a significant positive relationship with innovative behavior of employees.
The results also showed that self-efficacy and organizational commitment par-
tially mediated the relationship between pay satisfaction and employee inno-
vative behavior. Moreover, there was a negative moderating effect of social
comparison orientation on the relationship between employee self-efficacy
and innovative behavior.

Keywords

Employee’s Innovative Behavior, Pay Satisfaction, Self-Efficacy,
Organizational Commitment, Social Comparison Orientation

1. Introduction

In a world of high technology and fierce competition, companies of all sizes
must solve complex problems that require a multidisciplinary approach, includ-
ing innovation. Without innovation, companies will disappear from the market,
and to achieve this, employees are at the heart of innovation. Companies need
their adaptability and, above all, their ability to innovate. Employee innovation

behavior is a concept with many connotations. In particular, innovative behavior
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is ambiguous and complex, and we cannot predict it. In terms of individual cha-
racteristics, it means the willingness to change the status quo of the individual in
the broadest sense. From the perspective of the innovation process, it includes
the individual recognizing problems and forming ideas; seeking support for their
ideas; creating innovative prototypes (Prototype) or models (Model) to practice
innovative ideas, and finally completing several stages such as innovative ideas
and commercialized products or services. Active innovation behavior is the tar-
get action that is determined or designed by the employees themselves, rather
than relying on external forces to promote or be influenced by others. Innovative
behavior begins with the individual identifying the problems that arise in the
immediate situation (Scott & Bruce, 1994b) and then, based on the idea of solv-
ing the problem, implementing the idea and naming it in work practice, the ex-
ecution of the plan involves three distinct acts: idea generation, development and
completion. Individual innovation behavior is its core cognition that has gradu-
ally converged (Kleysen & Street, 2001). Innovative behavior can be seen as
challenging and uncertain, as there is always a risk of failure. Although many
factors can encourage innovative behavior in employees, in this study we men-
tion pay satisfaction, self-efficacy, organizational commitment and social com-
parison orientation.

Pay satisfaction is an influential motivating factor (Walker & Yip, 2018) that
drives knowledge workers to act. Salary is key for organizations to attract, moti-
vate and retain key talent. Employees’ acceptance, subjective evaluation of the
salary system and satisfaction with salary are also the key to the impact of the
organization’s salary system.

With the rapid development of organizational behavior and human resource
management, salary (pay) satisfaction is becoming more and more important in
practical research. According to this study, the relationship between pay satisfac-
tion and innovative behavior is as follows: Employees who engage in innovative
behavior receive rewards that lead to a sense of greater personal control and
greater commitment to themselves and their jobs. By rewarding innovative per-
formance, pay satisfaction can encourage employees to engage in innovative be-
havior.

Organizational commitment is a person’s identification and trust in the goals
and values of the organization to which they belong, and the resulting positive
emotional experiences. An employee’s attitude has an important influence on
innovative behavior and work performance. Organizational commitment can
increase employee job satisfaction. When employees have a strong commitment
to the organization, they identify more strongly with the tasks or work assigned
by the organization and are therefore more satisfied with the tasks they have
completed. When employees have a strong commitment to the organization,
they will be more dedicated to their work, put more effort into improving their
work performance and thus improve their job performance.

Schwarzer et al. (1997) defined general self-efficacy as the ability to recognize
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and evaluate one’s self. He emphasizes the self-efficacy that individuals possess
and maintain in general situations and general tasks. Self-efficacy has three di-
mensions, namely extent, strength and generality. Many studies have shown that
self-efficacy is related to goals, learning and effort and has a positive effect on
performance levels and innovative behavior (e.g. Bandura & Locke, 2003; Mone &
Baker, 1992; Zhao, Seibert, & Hills, 2005). People with high self-efficacy there-
fore set themselves higher goals and perform better: Individuals with high
self-efficacy generally have a solid performance foundation that they have ac-
quired in completing tasks, and high achievers have high self-efficacy. Thus, this
study chooses Organizational commitment and Self-efficacy as mediating va-
riables to understand more and deeply how these variables jointly influence the
relationship between pay satisfaction and employee innovative behavior.

The social comparison orientation is how people evaluate their opinions on
the one hand and their abilities on the other. It is the fact that an individual
compares himself with other individuals. Leon Festinger (1957) claims that
people do not always have an objective basis for evaluating their opinions or
certain abilities. When this is the case, they can only rely on social reality, i.e.
consensus. If their opinion is shared, they conclude that it is valid, just as if oth-
ers value their abilities, they conclude that they are satisfactory. Codol (1975)
found that individuals tend to assume that they better fulfill the criteria of their
group. Based on this principle, employees who frequently compare themselves
with others tend to have very high self-efficacy, which will have a positive or
negative impact on their innovative behavior.

The aim of this study is not to repeat previous studies. In recent years, with
the development of the economic market, the rapid changes in organizations
and markets, and the reform and opening up, people’s perceptions and also em-
ployees’ thinking patterns have changed. Pay satisfaction is an important system
for the organization to motivate employees, and its rationality has an important
influence on employees’ innovation behavior. Therefore, this study selects the
factors of self-efficacy, organizational commitment, and social comparison orien-
tation that influence employees’ innovative behavior, and hopes to empirically
investigate the relationship between pay satisfaction, self-efficacy, and organiza-
tional commitment.

The remainder of this study is organized as follows. First, we present a simple
conceptual framework based on an empirical investigation by defining pay satis-
faction, organizational commitment, self-efficacy, social comparison orientation,
and innovative behavior concepts. Second, we describe our data collection and
procedure and conduct data analysis and hypothesis testing. Finally, we present

our main results.

2. Literature Review

2.1. Pay Satisfaction

Lawler (1971) argued that an employee’s satisfaction with his salary results from
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the degree of difference between the expected and actual salary level. He pro-
posed a one-dimensional view, i.e. salary satisfaction refers to the degree of sa-
tisfaction with the salary. Dyer & Theriault (1976) argued that salary satisfaction
refers to the perception of the appropriateness of the salary level, the under-
standing of the salary level, the accuracy of the performance appraisal, and the
consistency of the salary policy/agreement with reality. Heneman & Schwab
(1985) has proved through empirical research that the salary system is an ante-
cedent variable whose characteristics and individual perceptions influence salary
satisfaction, which is reflected in two levels in particular: Salary level and salary
management. Adams first proposed pay satisfaction and held that salary satisfac-
tion is a kind of comparison and employees will compare themselves with em-
ployees in the same period. In 2012, the American Compensation Association
created a total rewards model that essentially consists of five parts, namely sala-
ry, benefits, development and career opportunities, performance and recogni-

tion, and work-life balance.

2.2. Organizational Commitment

The American sociologist Becker first proposed the concept of organizational
commitment in 1960. In his view, it is a psychological phenomenon in that the
individual is unwilling to leave the organization because of the costs he or she
invests in it. Organizational commitment can be viewed as a behavior or set of
behavioral intentions and attitudes that have some influence on the behavioral
outcomes of organizational members (Goulet & Frank, 2002). Organizational
commitment is defined as an organizational member’s psychological view of his
or her attachment to the organization for which he or she works. It plays an im-
portant role in determining whether an employee stays in the organization longer

and is passionate about achieving the organization’s goals.

2.3. Self-Efficacy

Bandura (1977) pointed out that self-efficacy is the fact that individuals assess
their ability to master a situation to achieve their goals and have a high degree of
confidence in it. According to Frank Pajares, self-efficacy is the belief in one’s
ability to organize and execute the courses of action required to accomplish a
specific task or achieve a specific goal. It represents a personal assessment of
one’s ability to organize and execute a specific course of action. Based on this de-
finition, we can conclude that self-efficacy is often associated with education,
learning, purpose, effort, performance, ability, etc. (Schunk, 1996; Campbell et
al., 2003; Zhao, Seibert, & Hills, 2005). Employees with high self-efficacy beliefs
are more motivated, take on more challenging tasks, and show more commit-
ment and perseverance. They are also more able to cope effectively with work-
related stress and adapt to changing work demands, which leads to higher work

performance.
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2.4. Social Comparison Orientation

The theory of social comparison was first introduced by the psychologist Leon
Festinger in 1954. According to this theory, the social and individual value of an
individual is defined by his or her position with others. Gibbons and Buunk (1999)
have developed an instrument that measures the propensity for social comparison
and captures important aspects of the self, others, and the psychological interac-
tion between the two. Individuals with high social comparison tendencies seek
more opportunities to compare, spend more time doing so, and have stronger
emotional reactions to such comparisons (Buunk & Dijkstra, 2014). Social com-
parison tendencies are mostly related to self-insecurity: People with low self-esteem
are particularly prone to social comparison due to their unstable or insecure
self-concept; melancholic and highly autonomous people are also susceptible to

comparison and like to compare themselves with others.

2.5. Innovative Behavior

Innovative behavior can be defined as behaviors that are intended to deliberately
incite the introduction of new ideas, procedures, or products (De Jong, 2006).
To accomplish this task, innovative behavior is a set of employees’ behaviors that
stimulates innovation (Jong & Hartog, 2007), and which, in turn, increases or-
ganizational performance (Newton & Nowak, 2013).

Organizations increasingly rely on their employees to innovate (Abstein, Hei-
denreich, & Spieth, 2014; Bysted & Hansen, 2013). Jong and Hartog (2008), for
their part, distinguish four dimensions of CIT: an exploration of opportunities,
the generation of ideas, the defense of ideas, and their implementation. These
dimensions which construct an innovative behavior lead to increased confidence
which, in turn, enables the multiplication of creative and innovative activities
(Odoardi et al., 2015). Organizational innovation arises from the expression of
innovative behavior by members towards their work, which includes using crea-
tivity, sensitivity in identifying problems, and seizing opportunities to stimulate
proactive creative thinking and implement creative ideas to develop new prod-
ucts, and services or even create new markets. As a result, organizational inno-
vation researchers are constantly looking for ways to stimulate the creativity of
organizational members or to encourage them to implement their creative ideas
(Scott & Bruce, 1994b; Anderson et al., 2014).

3. Hypothesis
3.1. Pay Satisfaction and Innovative Behavior

According to Lawler & Suttle (1973), pay satisfaction results from the compari-
son that the employee makes between the assessment of the amount he should
receive and his perception of the amount he receives; this is the approach in
which the employee is only interested in his salary level (amount). The individu-

al’s satisfaction with his salary is a result of what he thinks about the amount of
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his salary, its fairness, and the management of the compensation system in his
company (Goodman, 1974; Schwab & Wallace, 1974; Dyer & Theriault, 1976).
The issue of compensation is at the center of the dynamic between employer and
employee. Today, employees can negotiate better wages (and conditions) based
on the quality of their work and the level of their skills. So, employees are not
just cogs in the wheel, but drivers of creativity and innovation. Most studies have
proven that salary is no longer the only reason to motivate employees, but we
know that the renewal of the pay and benefits system and a well-designed remu-
neration system may signal and reinforce innovative behaviors. Pay satisfaction
being a part of job satisfaction affects employees’ innovative behavior (Deci,
1985; Shipton et al, 2006; Cingogz & Kaplan, 2015). According to the discussion
above, the following hypothesis was derived:

H1: Pay satisfaction has a positive impact on innovative behavior.

3.2. Self-Efficacy and Innovative Behavior

Other factors would determine innovative behavior, such as self-efficacy, which
consists of a judgment on the ability to carry out a particular task (Bandura,
1977). Tierney and Farmer (2002) applying Bandura’s theory in the field of in-
novation, develop the concept of creative self-efficacy. Creative self-efficacy con-
sists of one’s belief in one’s ability to produce creative results. It is a self-judgment
about the ease or difficulty of performing a behavior in a specific creative per-
formance context. According to this conception, creative behavior is influenced
by the judgment that each person makes of their abilities to produce new and
creative results (Choi, 2004). Self-efficacy is a dynamic construct that orches-
trates performance. People with the same ability can perform differently de-
pending on how self-efficient they feel to perform (Gist & Mitchell, 1992). Self-
efficacy is also a regulator of human activity. Several authors have demonstrated
that creative self-efficacy is positively associated with innovative behavior. Hu
(2023) shows that creative self-efficacy can significantly improve innovative be-
havior. Altogether, we posit the following hypothesis:

H2: self-efficacy has a positive impact on innovative behavior.

3.3. Organizational Commitment and Innovative Behavior

Employees with high organizational commitment have the feeling that they are
emotionally valuable to the company. They develop a positive work attitude and
exhibit productive and effective behavior, which encourages the emergence of
innovative ideas and innovative behaviors. Wang & Hou (2023) found that the
higher an employee’s emotional commitment to the organization, the more emo-
tionally connected the employee is to the organization and the more likely they
are to engage in innovative behaviors that benefit the organization. Becker
(1960) believes that the employee’s sense of belonging to the organization mani-
fests itself primarily in the employee’s dependence on the organization, i.e. the

employee’s intention to stay in the organization is influenced by the employee’s
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commitment to the organization, and the higher the commitment, the stronger
the intention to stay. Employees with a high sense of belonging to the organiza-
tion are also more likely to show the intention and behavior to cooperate with
the organization (Zhenjing et al., 2022), including employee innovation behavior.
Ye, Liu and Tan (2022) suggest that employee innovation behavior is also af-
fected by individual factors (such as employee belongingness, employee satisfac-
tion, employee loyalty, etc.) that have a significant impact on. According to the
discussion above, the following hypothesis was derived in this study:

H3: organizational commitment has a positive impact on innovative behavior.

3.4. Mediating Role of Organizational Commitment

Pay satisfaction is defined as an employee’s overall level of positive feelings to-
wards their salary (Qaiser Danish et al.,, 2015). The meta-analysis by John P.
Meyer et al. (2002) also found a positive correlation between pay satisfaction and
the three components of organizational commitment. Miceli and Mulvey (2000)
examined the effects of satisfaction with salary level and salary system. They
found that both satisfaction with salary level and salary system were positively
associated with employee’s affective commitment. The results of the study by
A’yuninnisa and Saptoto (2015) show that there is a positive relationship be-
tween all dimensions of pay satisfaction and affective commitment. Igbaria and
Greenhaus (1992) pointed out that promotion opportunities and level of com-
pensation affect the level of organizational commitment of employees.

Organizational commitment refers to a person’s willingness to be dedicated
and loyal to an organization. Employees agree with the goals and values of the
organization when they have a strong sense of organizational commitment and
are more willing to exhibit out-of-role behaviors. Mathieu and Zajac (1990) also
suggested that a person’s innovative behavior is an expression of their out-of-role
behavior. Based on the definition of organizational commitment, we can con-
firm that there is a positive relationship between organizational commitment
and employees’ innovative behaviors (Jafri, 2010). Wahyuni et al. (2021) found
that organizational learning and organizational commitment have a positive di-
rect impact on innovative behavior. According to the discussion above, the fol-
lowing hypothesis was derived in this study:

H4: Organizational commitment plays a mediating role between pay satisfac-

tion and innovative behavior.

3.5. Mediating Role of Self-Efficacy

Bandura was the first to propose the concept of self-efficacy, assuming that
self-efficacy refers to people’s ability to achieve their behavioral goals in a specif-
ic area. At the same time, self-efficacy is a core component of the self-concept
and is mainly derived from experiences of success or failure, alternative learning
(modelling by others), verbal persuasion, physical and mental states (emotional,

biological management), and other aspects. Although there are not several stu-
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dies showing that satisfaction with salary has a positive effect on self-efficacy,
this study states that the more satisfied employees are with the amount of their
salary, the more their self-efficacy increases. Compared to those who are dissa-
tisfied with the level of their salary, they tend to underestimate the challenges
they face and fail to cope with them.

Conversely, self-efficacy can significantly motivate employees’ innovative be-
havior. High self-efficacy employees are likely to lead to innovative behavior be-
cause they are confident that they have the knowledge and skills to develop and
implement ideas at work. Compared to those with low self-efficacy, they are
more likely to see challenges as opportunities and persevere even in the face of
setbacks. Many findings confirm that employees’ self-efficacy, especially creative
self-efficacy (Karnowski & Kaufman, 2017), promotes their innovative behavior.
In their study, The Impact of Self-efficacy on Innovative Work Behavior for
Teachers, Hsi-Chi Hsiao, Jen-Chia Chang et al. (Hsiao et al., 2011) found that
there is a significant positive relationship between teachers’ self-efficacy and in-
novative work behavior. Self-efficacy is a self-assessment of the ease or difficulty
of performing a behavior in a particular creative performance context (Tierney
& Farmer, 2011). This means that innovative behavior is influenced by one’s as-
sessment of one’s ability to achieve creative outcomes. High levels of self-efficacy
would lead to higher levels of persistence in individuals as well as a greater abili-
ty to adapt to obstacles that arise (Chong & Ma, 2010). Bussey and Bandura ex-
plained that a person with high self-efficacy always tries to improve working
conditions, build good relationships, and achieve the organization’s goals. Alto-
gether, we posit the following hypothesis:

H5: self-efficacy plays a mediating role between pay satisfaction and innova-

tive behavior.

3.6. Moderating Role of Social Comparison Orientation

Social comparison means that people compare themselves with others to eva-
luate their abilities, values, and performance (Festinger, 1954). Based on this de-
finition, this study finds that social comparison tends to negatively affect the re-
lationship between self-efficacy and innovative behavior in the following cases:
Inadequate self-evaluation: When individuals feel that their abilities or perfor-
mance are inferior to others in some aspects due to social comparison, they may
have doubts and feelings of insecurity about their self-efficacy (Buunk et al.,
1990). This feeling reduces the individual’s self-confidence and affects their rec-
ognition and trust in their innovative abilities. Social comparison can lead to
pressure from peers, colleagues, or social groups. This pressure comes from the
evaluation and expectations of others regarding one’s own abilities. Once an in-
dividual feel that they are at a comparative disadvantage, they will feel the nega-
tive evaluation and pressure of the group, thereby reducing their own self-efficacy
and innovative behavior (Aspinwall & Taylor, 1993). Society is more likely to

induce a competitive mentality in individuals, especially if the individual views
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the comparison object as an opponent. A competitive mentality leads individuals
to focus more on their status and performance in comparison while ignoring the
collaboration, exploration, and experimentation required for innovative beha-
vior. Individuals may strive to differentiate themselves from others and ignore
individual innovative behavior. According to the discussion above, the following
hypothesis was derived in this study:

H6: Social comparison orientation plays a negative moderating role between
self-efficacy and innovative behavior.

The conceptual framework of this study is shown in Figure 1.

Social Comparison

Orientation
Organizational
commitment
Pay satisfaction Employee in_novative
behavior
Self-efficacy

Figure 1. Conceptual framework.

4. Methods

This study first used a small sample pre-survey method to distribute question-
naires to students in the field of Business Administration to test whether they
could accurately understand the questionnaire items. Second, we sent electronic
versions of questionnaires to top managers and employees who were willing to
accept the survey via WeChat to obtain research data. Three hundred forty-six
questionnaires were given feedback, 41 were eliminated, and finally obtained 305
valid questionnaires. Sample basic situation is shown in “Table 1”. The answers
to each question item use a 7-point Likert scale (1 = strongly disagree, 7 strongly
agree). Innovative behavior is measured by six statements built by Scott and
Bruce (1994a). Pay satisfaction is measured by Heneman’s 18-item scale, in which
we retained 11 items. Self-efficacy is measured by ten statements built by Schwarzer
and Jerusalem (1995) in which we retained eight items. Organizational com-
mitment is measured by fifteen statements built by Mowday and Porter (1979)
in which we retained nine items and Social comparison orientation is measured
by ten statements built by Gibbons and Buunk (1999).

The control variables identified in this study mainly include Age, gender,
education, position and job tenure statistical characteristics.
The final sample of this study comprised 305 questionnaires. “Table 1” shows
the respondents’ profile. As can be seen from “Table 17, the majority of the res-
pondents (51.8%, n = 158) were male, 36.7% (n = 112) were in the age range of
30 - 39 and 37.4% (n = 114) had a bachelor’s degree, 40.7% (n = 124) had a job
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tenure between 1 - 3, and 68.5% (n = 209) had a non-management role in the

society.

Table 1. Sample demographics.

Variable Min  Max M SD Category Total Percentage (%)

Male 158 51.8

gender 1 2 1.48  0.50
female 147 48.2
<30 81 26.6
30 -39 112 36.7
Age 1 5 231 1.127 40 - 49 61 20
50 -59 37 12.1
>60 14 4.6
BTS & high school 98 32.1
Bachelor 114 37.4

Education 1 4 2.08  0.948
Master 65 21.3
Doctorate 28 9.2
Management 96 31.5

Position 1 2 1.69  0.465
Non-management 209 68.5
<1 32 10.5
1-3 124 40.7

Job tenure 1 4 2.58 0.925
3-6 88 28.9
>6 61 20

N = 305.
5. Analysis and Results

5.1. Reliability and Validity Analysis

The reliability of scales has been tested by using Cronbach’s a. As shown in
“Table 2”, the Cronbach’s Alpha coefficient value for employee innovative be-
havior is 0.857, the coefficient value of pay satisfaction is 0.937, the coefficient
value of self-efficacy is 0.932, the coefficient value of organizational commitment
is 0.946, and the coefficient value of social comparison orientation is 0.883, each
coefficient value is above 0.8, which proves that the scale used in this paper has
significant reliability.

Factor analysis was conducted on pay satisfaction, organizational commit-
ment, self-efficacy, social comparison orientation, and innovative behavior. The

results are shown in “Table 2” below.
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Table 2. Reliability analysis.

Variable Items Cronbach’s a
Pay satisfaction 11 0.937
Organizational commitment 9 0.946
Self-efficacy 8 0.932
Social comparison orientation 10 0.883
Innovative behavior 6 0.857

N = 305.

The Kaiser-Meyer-Olkin (KMO) measure of sampling adequacy test showed
an adequate figure of 0.771. Bartlett’s sphericity test was significant (x*> = 323.314)
at P = 0.000 and was therefore acceptable, and the total explanation rate of va-

riance was 27.371%.

5.2. Descriptive Statistics and Correlations

“Table 3” shows the correlation coefficients between the variables. From the
analysis of results, it can be seen that salary satisfaction, self-efficacy, organiza-
tional commitment, and innovative behavior are positively correlated. There is a
positive correlation between pay satisfaction and innovative behavior (r = 0.507,
P < 0.01): there is also a positive correlation between pay satisfaction and
self-efficacy (r = 0.352, P < 0.01), and there is a positive correlation between pay
satisfaction and organizational commitment (r = 0.410, < 0.01); There is a pos-
itive correlation between self-efficacy and innovative behavior (r = 0.480, P <
0.01), and there is a positive correlation between organizational commitment
and innovative behavior (r = 0.522, P < 0.01). From this, we can initially confirm
that pay satisfaction positively affects self-efficacy, organizational commitment,

and innovative behavior.

5.3. Hypothesis Test

This study used SPSS 25.0 software to conduct Linear regression analysis using
the independent variable pay satisfaction, the dependent variable innovative be-
havior, the mediating variables self-efficacy and organizational commitment,
and age, gender, education, position, and job tenure as control variables. The
results are shown in “Table 4”: Regression analysis table for hypothesis testing.

Pay innovation and innovative behaviors

Results in “Table 4” (Model 6) show that pay satisfaction has a positive im-
pact on employee innovative behavior (f = 0.506, P < 0.001), H1 supported. Se-
condly, pay satisfaction has also a positive impact on Organizational commit-
ment (B = 0.391, < 0.001) and Self-efficacy (p = 0.346, < 0.001).
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Table 3. Means, standard deviations, and inter-correlations.

Variables 1 2 3 4 5 6 7 8 9
Gender 1
Age —-0.048 1
Edu 0.131 0.107 1
Position 0.089 —0.187*%* —-0.110 1
Job tenure -0.041 0.802** 0.133* —0.153* 1
PS 0.036 -0.199 —-0.038 0.070 -0.221 1
ocC —-0.038 -0.178**  —0.123* 0.119* —0.154* 0.410%* 1
SE 0.018 —-0.121% —-0.007 0.069 —-0.092 0.352** 0.306** 1
SCO -0.001 -0.094 0.071 0.046 0.039 0.219** 0.202** 0.199** 1
1B 0.032 —0.145* -0.076 0.076 —0.093 0.507** 0.522** 0.489** 0.346**

N = 305; PS = pay satisfaction; OC = organizational commitment; SE = self-efficacy; IB = Innovative Behavior.

Table 4. Results of hierarchical regression analysis.

OoC oC SE SE 1B
Variable
Model 1 Model 2 Model 3 Model 4 Model 5 Model 6 Model 7 Model 8
Gender —0.041 —0.051 0.007 —-0.001 0.029 0.017 0.043 0.033
Age —0.138 -0.117 -0.123 —0.105 —0.188 -0.161 —0.088 —0.094
Education —0.091 —0.088 0.009 0.012 —0.055 —0.051 —0.021 —0.026
Position 0.084 0.072 0.048 0.038 0.043 0.027 —0.008 —0.006
Job tenure -0.021 0.046 0.014 0.073 0.073 0.160 0.077 0.124
0.391*** 0.346%** 0.506*** 0.283***
PS
(0.057) (0.059) (0.055) (0.053)
0.411%%* 0.321%**
oC
(0.049) (0.050)
0.350*** 0.282%**
SE
(0.048) (0.047)
R? 0.050 0.195 0.017 0.130 0.028 0.271 0.391 0.451
AR? 0.035 0.179 0.001 0.113 0.012 0.256 0.376 0.436
F 3.178 12.046 1.038 7.441 1.737 18.462 27.198 30.376

N = 305; PS = pay satisfaction, OC = organizational commitment, SE = self-efficacy. Standard error in parentheses *P < 0.05, ** P <
0.01, **P< 0.001.
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Table 5. Results of robust analysis.

To confirm the aforementioned results, this study used SPSS Robust Regres-
sion to assess the quality of observations. The relationships mentioned earlier
were all verified. For instance, according to (Model 3) in “Table 57, pay satisfac-
tion has a significant impact on innovative behavior (f = 0.618, P < 0.01). Accord-
ing to (Model 7), pay satisfaction, organizational commitment, and self-efficacy
each have a significant positive effect on innovative behavior (f = 0.353, P <
0.01; B = 0.280, P < 0.01; B = 0.295, P < 0.01). The results from “Table 5” con-
firm all basics hypotheses. It is important to note that this analysis is objective
and does not include any subjective evaluations.

Mediating Role of Organizational Commitment and Self-efficacy

Based on the controlling variables, pay satisfaction has a positive impact on
organizational and self-efficacy, respectively (p = 0.391, P < 0.001) and (B =
0.346, P < 0.001), in turn, organizational commitment and self-efficacy in terms
of impacting innovative behavior (B = 0.411, P < 0.001; p = 0.350, P < 0.001).
Secondly, the mediating role of organizational commitment and self-efficacy
between pay satisfaction and employees’ innovative behavior was also verified in
“Table 4” (Model 8) (p = 0.321, P < 0.001; B = 0.282, P< 0.001). To determine
the mediating role of organizational commitment and self-efficacy, this study
applied to SPSS bootstrapping analysis and found that organizational commit-
ment and self-efficacy mediated the association between pay satisfaction and
innovative behavior, the 95% confidence interval is [0.0806; 0.2156]; [0.0576,
0.1691]. H4 and H5 are supported. See “Table 6”.

oC
Variables
Model 1
PS 0.416**
oC
SE
R? 0.159
AR? 0.157

SE 1B
Model 2 Model 3 Model 4 Model 5 Model 6 Model 7
0.358** 0.618** 0.353**
0.559 ** 0.421** 0.280**
0.533** 0.352** 0.295**
0.116 0.244 0.261 0.223 0.380 0.436
0.113 0.242 0.259 0.220 0.376 0.430

N = 305; PS = pay satisfaction; OC = organizational commitment; SE = Self-efficacy.

Table 6. Bootstrap results of the effect of organizational commitment and self-efficacy.

Effect Type Effect Boot SE Boot LLCI Boot ULCI
Total effect 0.5425 0.0532 0.4404 0.6499
Mediating effects of OC 0.1422 0.0341 0.0806 0.2156
Mediating effect of SE 0.1079 0.0283 0.0576 0.1691
Mediating effect difference 0.2951 0.0525 0.1918 0.3984
N =305.
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Moderator Role of Social Comparison Orientation

Results in “Table 7” showed that the interaction between social comparison
orientation and self-efficacy on employee innovative behavior was (p = —0.883, P
< 0.05), which means that social comparison orientation negatively moderates

the relationship between self-efficacy and innovative behavior. H6 supported.

Table 7. The moderating role of social comparison orientation.

1B
Variable

Model 1 Model 2 Model 3 Model 4

Gender 0.029 0.026 0.031 0.029
Age -0.188 -0.130 -0.092 -0.120
Education -0.055 —-0.060 -0.081 -0.092

Position 0.043 0.020 0.013 0.018

Job tenure 0.073 0.067 0.044 0.082
SE 0.468 0.419%** 0.954***
SCO 0.261*** 0.847***
Int -0.882

R? 0.028 0.244 0.308 0.330

AR? 0.012 0.229 0.292 0.312

F 1.737 16.009 18.900 18.203

N = 305; SE = self-efficacy, SCO = social comparison orientation. *P < 0.05, **P < 0.01,
*P<0.001.

6. Discussion

This study explores the aspects of pay satisfaction, organizational commitment,
and self-efficacy. The three perspectives examine how to inspire employees to
innovate. From this point of view, research with theoretical value has been ob-
tained. Thus, organizational commitment, self-efficacy and social comparison
orientation were chosen as the mediating and moderating variables to investi-
gate the influence of pay satisfaction on the innovative behavior of employees. A
total of six hypotheses were established in this study, and the results showed that
all research hypotheses were established through specific analysis, and the con-
clusions obtained through specific analysis were as follows:

1) Pay satisfaction and innovative behavior were significantly positively cor-
related. In the increasingly competitive environment, the innovative behavior of
employees is the key to success, affecting the performance of the enterprise. As a
major component of job satisfaction, pay satisfaction is a key factor for compa-
nies to attract, motivate, and retain compound and diverse talents. When em-

ployees’ pay satisfaction increases, they are willing to give more in their work
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and maintain greater enthusiasm for their work, thereby promoting their inno-
vative behavior.

2) Self-efficacy and innovative behavior are positively correlated. Self-efficacy
has the characteristics of a self-reinforcing cycle. People with high self-efficacy
will set higher goals, have greater confidence in completing preset goals, dare to
try challenging tasks and have a strong personal commitment to complete inno-
vation standards.

3) There is a significant correlation between pay satisfaction and self-efficacy.
The factor that can contribute most to increasing productivity in the workplace
is self-efficacy. When employees feel that their pay meets their needs, this streng-
thens their self-efficacy and motivates them to work harder and give their all at
work. Thus, self-efficacy plays a significant mediating role between pay satisfac-
tion and innovative behavior. By analyzing the interaction mechanism between
the independent variable pay satisfaction, the mediating variable self-efficacy,
and the dependent variable innovative behavior, the research on this topic found
that the improvement of pay satisfaction can promote the establishment and
improvement of employees’ self-efficacy, improve employees’ enthusiasm and
confidence, and provide a basis for the promotion of innovative behavior.

4) Organizational commitment and innovative behavior are significantly cor-
related. Employees who have high organizational commitment, want to stay in
the organization, are willing to contribute to the organization and display inno-
vative behaviors. Employees with high organizational commitment feel free to
try new ideas and approaches.

5) There is a significant correlation between pay satisfaction and organiza-
tional commitment. When employees are satisfied with the level of their salary,
their view of how much the company values their contributions and cares about
their well-being rises, which in turn affects their motivation and level of organi-
zational commitment. Thus, organizational commitment plays a significant me-
diating role between pay satisfaction and innovative behavior. Employees with
high-level salary are willing to stay working for the company and are more com-
mitted to this one. This commitment in turn will push them to generate new
ideas.

6) Social comparison orientation negatively moderates the association be-
tween self-efficacy and innovative behavior. Employees with a lower self-efficacy
are not more likely to display innovative behavior when they have a lower ten-

dency of social comparison.

6.1. Managerial Implications

This study has important managerial implications precisely in private societies.
According to the main role of pay satisfaction, firstly, “Organizations need a new
path forward that is grounded not only on data and benchmarks but also on a set
of principles that reflect the fact that compensation is more than a set of num-

bers—it’s a reflection of how organizations value individuals and vice versa.”
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Although sometimes severely underestimated, it is a pillar of today’s business, by
using, for example, the Skill-based pay. Apart from the fact that it makes talents
feel as such, increases their organizational commitment, and thus saves funds for
the company, this model can also help in increasing the general skills of the com-
pany by encouraging other employees to develop their skills.

Secondly, make a retirement security plan for retired employees. In addition,
as part of the unified support provided by each Country, each company should
also protect employees who are retiring or are about to retire. Regardless of
whether the company is large or small, it must be as comprehensive as possible
to relieve the worries of retired employees. This can ensure to a certain extend
that employees retire on time or retire early, thus providing new opportunities
for new employees joining the company to have more opportunities for practical
improvement.

Finally, improve the overall salary level of employees. Let employees who hardly
work be able to use their creativity to a greater to achieve the company’s goals.

6.2. Limitations

Our research presents some boundaries, firstly, our research is limited to work-
ers in China. It would be interesting to replicate the study with professionals
from different countries.

Secondly, the data were obtained from a single source at a single time point
measure. Therefore, we cannot exclude the existence of method variance com-
mune. However, the construction of the questionnaire, in which the variables are
separated from each other by others unrelated to the research, can be considered
precautionary measures that help reduce this problem. Therefore, we do not be-
lieve that the results presented in our research are biased.

Thirdly, given the nature of the data, the moderating role of social comparison
has not been verified and theoretically there are not several theoretical studies
concerning the subject. Future research should seek to use longitudinal data de-
signed to test cause and effect relationships more precisely and track perception

of social comparison orientation over time.
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