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Underlying mechanism between servant leadership and employee career satisfaction: A moderated mediation model.
Abstract 
This research aims to investigate the effect of servant leadership on employee career satisfaction in hotel industry. Particularly, it examines whether innovative climate strengthens the positive effect of servant leadership on perceived relatedness, perceived competence and perceived autonomy and subsequently, on employee career satisfaction. Drawing upon the self-determination theory (relatedness, competence, autonomy) the concept of servant leadership is clarified and its influences scrutinized. This paper consists of two studies. Study 1 was a survey. Study 2 was an experiment. Study 1 indicates that relatedness satisfaction partially mediates the effect of servant leadership on career satisfaction. In addition, it shows that when innovative climate is low, the effect of servant leadership on perceived relatedness was significantly higher than when innovative climate was high. Yet, study 2 shows different results. It indicates that innovative climate moderates the effect of servant leadership on perceived competence and perceived autonomy, which results in career satisfaction. Particularly, when the innovative climate is high, the effect of servant leadership on perceived competence and autonomy is significant, leading to career satisfaction. When the innovative climate is low, the effect of servant leadership on perceived competence and perceived autonomy were not significant, which do not predict career satisfaction. 
  




Introduction
[bookmark: bbib0275][bookmark: bbib0020]Career satisfaction refers to a personal subjective view of career success (Tu, Forret, & Sullivan, 2006) which is the degree of personal fulfillment or feelings toward career achievements and future opportunities (Peluchette, 1993). In food and beverage industry, career satisfaction positively affects superior work performance (Peluchette, 1993) , positively correlates with employees’ loyalty toward the organization (Aryee & Chay, 1994; Bozionelos, 2008; Joiner, Bartram, & Garreffa, 2004), is associated with food and beverage services quality (Arnett, Laverie, & McLane, 2002; Mahafzah et al., 2020), are more likely to treat customers respectfully (Arnett et al., 2002; Karatepe, Avci, Karatepe, & Canozer, 2003) and have career development confidence (Ko, 2012). Thus, identifying specific determinants of career satisfaction is a first step toward developing organizational strategies to reduce employee turnover and increase employee retention (Wang et al., 2011). 
In food and beverage industry, servant leadership has positive effect on career satisfaction via work engagement (Kaya & Karatepe, 2020) and positively affects both intrinsic and extrinsic job satisfaction (Al-Asadi, Muhammed, Abidi, & Dzenopoljac, 2019). In addition, research indicates that basic needs satisfaction (e.g., autonomy, competence and relatedness)  is positively related to hospitality career satisfaction (Shum, Gatling, & Garlington, 2020). Moreover, past research indicates that servant-leadership has positive effect on job satisfaction via organizational justice and need satisfaction (Mayer, Bardes, & Piccolo, 2008). Further, servant leadership predicts relatedness satisfaction (Chiniara & Bentein, 2016). However, there is no research examining the effect of servant leadership on career satisfaction via relatedness satisfaction in food and beverage industry. This research examines the effect of servant leadership on employees’ career satisfaction via relatedness satisfaction. While  Kaya and Karatepe (2020) indicates that work engagement mediates the effect of servant leadership on career satisfaction in food and beverage industry, this research indicates the relatedness satisfaction mediates the effect of servant leadership on career satisfaction. In addition, the research shows that innovative climate moderates the effect of servant leadership on relatedness satisfaction, which positively affects career satisfaction. To the authors’ knowledge this research is the first to apply self-determination theory (relatedness satisfaction) to understand the effect of servant leadership on career satisfaction in food and beverage industry. In addition, the research shows that the effect of servant leadership on career satisfaction is contingent on the different level of innovative climate.
Conceptual framework
Servant leadership and relatedness satisfaction
[bookmark: bbb0130][bookmark: bbb0450]Servant leadership is a “natural feeling that one wants to serve, to serve first” (p.14) (Greenleaf, 1977, 1998). Servant leaders provide direction, offer empathy, emotional support, feedback and resources. Most importantly, servant leaders place satisfaction of followers' needs at the center of their efforts, before their own needs, (Greenleaf, 1970, 1997). Servant leaders care and show an altruistic sensitivity to followers' personal well-being, thus building meaningful trustworthy dyadic relationships with followers and cultivating a psychologically safe and fair climate (Ehrhart, 2004, Schaubroeck et al., 2011). As such, servant leadership can create a climate in which followers feel related, accepted and being liked (Chiniara & Bentein, 2016). 
The satisfaction of the need for relatedness refers to the feeling of being connected to others, to caring for and being cared for by others as well as having a sense of belongingness in groups, organizations, or communities (Ryan & Deci, 2002) Experiencing satisfaction of relatedness need plays an important role in the internalization of work-related requests, rules and regulations (Gagné & Deci, 2005). Career satisfaction refers to the degree to which an individual feel fulfilled with his or her profession (Onyishi, Enwereuzor, Ogbonna, Ugwu, & Amazue, 2019). Research shows that relatedness satisfaction predicts career satisfaction (Jacobs, Vos, Stuer, & Heijden, 2019; Onyishi et al., 2019). As such, we posit:
H1: Relatedness satisfaction mediates the effect of servant leadership on career satisfaction.
Servant leadership, Innovative climate, relatedness satisfaction and career satisfaction
Organizational innovation climate is the level of support and recognition of innovation related activities in the work environment as perceived by organizational members (G.-W. Bock, Zmud, Kim, & Lee, 2005). Innovation climate can provide employees not only with freedom and social-emotional support, but also with resources such as material assistance, additional funds or work equipment (Ren & Zhang, 2015) . When the organization has a good climate for innovation, employees’ innovative ideas are often supported and even rewarded (Charbonnier-Voirin, El Akremi, & Vandenberghe, 2010). The climate for creativity includes the encouragement of idea generation and availability of resources (Amabile et al., 1996). It provides a social support to foster the desired employee behaviour in an organisation (Hofmann, Morgeson, & Gerras, 2003; Scott & Bruce, 1994).Innovative climates foster non-threatening psychologically (Parzefall, Seeck, & Leppänen, 2008) include certain characteristics such as team cohesion (Balkar, 2015; Martins & Terblanche, 2003; Sonmez & Yildirim, 2019). As such, it can be argued that employees experience relatedness satisfaction in high innovative climate than low innovative climate. Hence, the effect of servant leadership on relatedness satisfaction decreases when innovative climate is high and the effect of servant leadership on relatedness satisfaction increases when innovative climate is low. In other words, innovative climate can act as a moderating variable and weaken the effect of servant leadership on employees’ relatedness satisfaction. Thus, we posit:
H2: Innovative climate moderates the mediation process such that the effect of servant leadership on career satisfaction through employees’ relatedness satisfaction is weaken when innovative climate is high and vice versa.
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Figure 1: Conceptual model

Overview of studies
This research consists of two studies. Study 1 was an online survey based to establish the relationship between servant leadership and employee career satisfaction through the mediating lens of relatedness satisfaction with the boundary condition of innovative climate. Study 2 was an experiment to manipulate the level of servant leadership and innovative climate to test the mechanism of the relatedness satisfaction for the effect of servant leadership on career satisfaction. 
Study 1
Purpose of this study was to determine the relationship between servant leadership employee career satisfaction through the mediating lens of relatedness satisfaction with the boundary condition of innovative climate.  
Method 

A total of 230 employees working in food & beverage industry were recruited using Amazon Mechanical Turk (MTurk). Regarding procedure, participants first rated servant leadership scale. Next, participants rated career satisfaction scale. Then participants answered the innovative climate and relatedness satisfaction scales.  Finally, participants answered control variable scales such as age, gender, marital status, education, position in organization and the time duration of working with their supervisor. 
Measures
All scales were 5-point scales ranging from 1 = Strongly disagree, 5 = Strongly agree. Servant leadership was measured with 7 items developed by (Liden, Wayne, Liao, & Meuser, 2014). Examples of items are “my manager can tell if something work-related is going wrong, my manager makes my career development a priority”. Career satisfaction was measured with 5 items developed by (Greenhaus, Parasuraman, & Wormley, 1990). Examples of items are : “I am satisfied with the success I have achieved in my career, I am satisfied with the progress, I have made toward meeting my overall career goals”. Innovative climate was measured with 4 items (Scott & Bruce, 1994). Examples of items are: “my company will reward technological innovation and R&D achievements; my company will encourage employees to adapt flexibly to the changing market”. 
Results and discussion 
Mediation effect
[bookmark: _Hlk115614166]Process Hayes (Model 4, 5,000 resamples) was conducted to examine the mediating role of relatedness satisfaction for the effect of servant leadership on career satisfaction. Research suggests that for models of observed variables, there are no differences in the results between SEM and Process (D. E. Bock, Eastman, & Eastman, 2018; Hayes, Montoya, & Rockwood, 2017; White & Turner, 2014). We entered servant leadership as an independent variable, relatedness satisfaction as a mediator, career satisfaction as a dependent variable and gender, marital status, education, position in organization as covariate variables.
The result revealed that servant leadership was positively related to relatedness satisfaction (β = .84, boot SE = .06, 95% BCBCI [.72, .95]). In addition, the result demonstrated that the effect of servant leadership on career satisfaction was mediated by relatedness satisfaction (indirect effect = .28, boot SE = .09, 95% BCBCI [.11, .46]). Further, the direct effect of servant leadership on career satisfaction was significant (β = .29, boot SE = .10, 95% BCBCI [.10, .48]. Thus, relatedness satisfaction partially mediates the effect of servant leadership on career satisfaction. Hence, H1 was supported. 
Moderated mediation effect
Process Hayes Model 7 was used to examine the moderating role of innovative climate on the effect of servant leadership on career satisfaction through relatedness satisfaction. Process Hayes Model 7 was used as suggested by number of researchers  (Hayes et al., 2017; Khindri, Tanwar, & Differences, 2023). We entered servant leadership as an independent variable, innovative climate as moderator variable, relatedness satisfaction as a mediator, career satisfaction as a dependent variable. In addition, we included gender, marital status, education, position in organization as covariate variables.
The result revealed the effect of servant leadership on career satisfaction through relatedness satisfaction moderated by innovative climate. The index of moderated mediation was different from zero (β = -.09, boot SE = .04, 95% BCBCI [-.16, -.01]). The direct path from servant leadership to career satisfaction was significant (β = .29, 95% BCBCI [.10, .48]). The interaction effect of servant leadership and innovative climate was significant (β = -.28, 95% BCBCI [-.42, -.14]). When innovative climate was high, the effect of servant leadership on career satisfaction (conditional effect =.18, boot SE =.06, 95% BCBCI [.07, .30]) was significantly lower than when innovative climate was low (conditional effect =.25, boot SE = .08, 95% BCBCI [.10, .40]). Thus, H2 was supported. 

Study 2 
Main experiment
A total of 212 US participants were recruited on the Amazon Mechanical Turk (MTurk). The design consisted of two manipulated factor: servant leadership (high servant leadership vs. low servant leadership). Participants were told that the objective of the research was to explore the the impact of servant leadership on their career satisfaction.   
Data was collected from Amazon Mechanical Turk (MTurk).  MTurk offers a platform for recruiting sample of diverse demography (Kees et al., 2017). Two hundred and eighty US participants who are working in food & beverage industry were recruited from Amazon Mechanical Turk.  To ensure data quality, we added one attention check item (this is an attention check question, you must select “strongly disagree”). Participants who did not choose “strongly disagree” were removed (Chi et al., 2021; Chi et al., 2022). After eliminating the participants who failed attention check, there are two hundred and twelve US participants in total (male 38%, M age = 28 years, SD age = 7.43 years).
Participants were randomly assigned into two servant leadership servant (low vs high) and innovative climate (low vs high) conditions. Innovative climate was manipulated based on prior research (Roulin & Krings, 2020). Servant leadership was manipulated based on the scenario suggested by Heine et al. (2023). (Please see Appendix 1 & 2 for innovative climate and servant leadership manipulation scenario). Then, participants rated the innovative climate scale (α = .76) and servant leadership scale (α = .88) for manipulation check. Then, participants rated the career satisfaction scale (M = 3.93 SD =.64, α =.82) (Greenhaus et al., 1990). Next, participants reported three items of relatedness (M = 3.93 SD = .70, α =.74), followed by an attention check question. All measures consisted of 5 point scales (1 = strongly disagree; 5 = strongly disagree). Finally, participants reported demographic information including gender, age, marital status, formal education. In addition, participants reported their position in organization, tenure with supervisor (year). Appendix 3 shows the details of constructs and items used in this study. 
Results and discussion 
Manipulation checks 
Innovative climate
An ANOVA indicated that participants in the high innovative climate condition (M = 4.10 SD = .67) perceive the working environment as more innovative than participants in the low innovative climate condition (M = 3.76 SD =.59, p = <.001) suggesting that the innovative climate manipulation was successful.
Servant leadership 
An ANOVA indicated that participants in the high servant leadership condition (M = 4.11, SD = .66) viewed the leader to be high servant than in the low servant leadership condition (M = 3.62, SD = .61, p = <.001) suggesting that the servant leadership manipulation was successful.
Analysis result of perceived competence 
Main analysis
Moderated effect
A moderated analysis using the SPSS macro Process Model 1 with 5,000 bootstrap resamples was conducted. The variables in the analysis were servant leadership as a categorical independent variable (low servant leadership [coded as 1] vs high servant leadership [coded as 2]), innovative climate as a categorical moderator variable (low innovative climate [coded as 1] vs high innovative climate [coded as 2]), competence as a dependent variable. 
The interaction effect of servant leadership and innovative climate on competence was significant (β = .54, 95% BCBCI [.18, .90]). When innovative climate was high, the effect of servant leadership on perceived competence was significant (conditional effect =.63, boot SE =.13, 95% BCBCI [.37, .88]). However, when the innovative climate was low, the effect of servant leadership on perceived competence was not significant (conditional effect = .09, boot SE = .13, 95% BCBCI [-.17, .34]). 
[image: ]
[image: ]low innovative climate      [image: ]high innovative climate
Figure 1. The plot for the moderator role of innovative climate for the effect of servant leadership on perceived competence

Moderated mediation effect
Career satisfaction outcome
A moderated mediation analysis using the SPSS macro Process Model 7 with 5,000 bootstrap resamples was conducted. The variables in the analysis were servant leadership as a categorical independent variable (low servant leadership [coded as 1] vs high servant leadership [coded as 2]), innovative climate as a categorical moderator variable (low innovative climate [coded as 1] vs high innovative climate [coded as 2]), competence as a mediator variable and career satisfaction as a dependent variable.
The result revealed that the effect of servant leadership (low vs high servant leadership) on career satisfaction through competence was moderated by innovative climate (low vs high innovative climate). The index of moderated mediation was different from zero (β = .38, boot SE = .13, 95% BCBCI [.13, .64]). The direct path from servant leadership on career satisfaction was significant (β = .15 95% BCBCI [.05, .25]). When the innovative climate was high, the effect of servant leadership on career satisfaction was significant (β = .44, boot SE = .10 95% BCBCI [.25, .63]). When the innovative climate was low, the effect of servant leadership on career satisfaction was not significant (β = .06, boot SE = 09. 95% BCBCI [-.12, .22]).  
Analysis result of perceived Autonomy
Moderated effect
A moderated analysis using the SPSS macro Process Model 1 with 5,000 bootstrap resamples was conducted. The variables in the analysis were servant leadership as a categorical independent variable (low servant leadership [coded as 1] vs high servant leadership [coded as 2]), innovative climate as a categorical moderator variable (low innovative climate [coded as 1] vs high innovative climate [coded as 2]), perceived autonomy as a dependent variable.
The interaction effect of servant leadership and innovative climate on autonomy was significant (β = .40, 95% BCBCI [.08, .71]). When innovative climate was high, the effect of servant leadership on perceived autonomy was significant (conditional effect =.62, boot SE =.11, 95% BCBCI [.39, .84]). However, when the innovative climate was low, the effect of servant leadership on perceived autonomy was not significant (conditional effect = .22, boot SE = .11, 95% BCBCI [-.01, .44]). 
[image: ]
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Figure 2. The plot for the moderator role of innovative climate for the effect of servant leadership on perceived autonomy
Moderated mediation effect
Career satisfaction
A moderated mediation analysis using the SPSS macro Process Model 7 with 5,000 bootstrap resamples was conducted. The variables in the analysis were servant leadership as a categorical independent variable (low servant leadership [coded as 1] vs high servant leadership [coded as 2]), innovative climate as a categorical moderator variable (low innovative climate [coded as 1] vs high innovative climate [coded as 2]), perceived autonomy as a mediator variable and career satisfaction as a dependent variable.
The result revealed that the effect of servant leadership (low vs servant leadership) on career satisfaction through perceived autonomy was moderated by innovative climate (low vs high innovative climate). The index of moderated mediation was different from zero (β = .34 boot SE = .14 95% BCBCI [.07, .61]). The direct path from servant leadership on career satisfaction was not significant (β = .05 95% BCBCI [-.04, .14]). When the innovative climate was high, the effect of servant leadership on career satisfaction was significant (β = .52 boot SE = .11 95% BCBCI [.30, .74]). When the innovative climate was low, the effect of servant leadership on career satisfaction was not significant (β = .19 boot SE = .08 95% BCBCI [.03, .33]).

















Appendix 1
Innovative climate manipulation (Roulin & Krings, 2020).
High innovative climate
Imagine that you are working in a restaurant. At this restaurant., it’s all about innovation. In fact, we often say: “It only seems impossible until it’s done!” In here, people will always encourage you to try new ways of doing things, help you think in creative ways, and reward you for seeking novel solutions to solve problems. People here are willing to stick their necks out and take risks, so that we can be at the cutting edge of innovation. Overall, the glue that holds this restaurant together is a commitment to innovation and development.”
Low innovative climate
Imagine that you are working in a restaurant. At this restaurant, it’s about tradition. In fact, we often say: “If it ain’t broke don’t fix it!” In here, people realized that it is important to follow established procedures. They help you learn to apply regular work practices, and reward you for using proven problem-solving strategies. People here are quite process-oriented, so that we can get the job done efficiently and accomplish our goals. Overall, the glue that holds the restaurant together is an emphasis on formal policies and task accomplishment.”












Appendix 2
Servant leadership manipulation (Heine, Stouten and Liden, 2023).
High servant leadership
Your supervisor is always focused on supporting you, your colleagues, the organization, and the community. He gives you freedom to choose and shape your own work, and considers it his calling to serve both the organization and his employees, and to ensure that you have room to grow and succeed in your work and career. He considers your and your colleagues' interests to be more important than his own, and also considers it very important that you are treated correctly and fairly (ethically). He will therefore do everything in his power to ensure that you can do your job as well as possible. He knows the details of your tasks, and is well aware of what you need to support you in your work. He pays close attention to his relationship with you and the other employees in order to assess whether his employees have certain needs. He is dedicated to meeting those needs, and feels it is important to know if something is going wrong and if so, where he can help. 
Low servant leadership 
Your supervisor is not at all focused on supporting you, your colleagues, the organization, or the community. He does not give you the freedom to shape your own work or make your own choices, and considers it his vocation to serve mainly himself, and to ensure that he has room to grow and succeed in his work and career. He regards your and your colleagues' interests as far less important than his own, and finds it irrelevant whether you should be treated correctly and fairly (ethically). He therefore does everything he can to ensure that mainly he can do his job as well as possible. He does not actually know you, and is completely unaware of what you need to support you in your work. He pays no attention to his relationships with you and the other employees, and has no interest in the needs of you or his other employees. He does not care about those needs, and finds it unimportant to know if something would go wrong nor that he would be inclined to help.









Appendix 3: Constructs and items used 
	Constructs
	Items
	Sources

	Servant leadership
	My manager can tell if something work-related is going wrong.
My manager makes my career development a priority.
I would seek help from my manager if I had a personal problem
My manager emphasizes the importance of giving back to the community.
My manager puts my best interests ahead of his or her own.
My manager gives me the freedom to handle difficult situations in a way that I feel is best.
My manager would NOT compromise ethical principles to achieve success.
	(Liden et al., 2014)

	Innovative climate
	My company will reward technological innovation and R&D achievements.
My company will encourage employees to adapt flexibly to the changing market.
In my company, new ideas can easily get support and help.
My company will publicly recognise those people who are innovative.
	(Covin and Slevin, 1989; Scott and Bruce, 1994a, b)

	Career satisfaction
	I am satisfied with the success I have achieved
in my career.
I am satisfied with the progress I have made toward meeting my overall career goals.
I am satisfied with the progress I have made toward meeting my goals for income.
I am satisfied with the progress I have made toward meeting my goals for advancement.
I am satisfied with the progress I have made toward meeting my goals for the development of new skills.
	(Greenhaus et al., 1990)

	Self-determination 
	· Perceived relatedness
I felt that my supervisor accepted me.
I feel very good about the way my supervisor talked to me.
I feel my supervisor liked or understood me.
· Perceived competence
In the working relationship with my supervisor, I felt that I had a choice about how to do the work.
In the working relationship with my supervisor, I felt like I had a choice about which work to do.
I felt that my supervisor provided me with choices and options.
· Perceived autonomy
In the working relationship with my supervisor, I felt that I picked up on the hints very well
I did well at the workplace.
I feel that I probably got more words than most people would get.
	Sheldon, K. M., & Filak, V. (2008).
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