
Research Article
Data Modelling in Human Resource Management: Influencing
Factors of Employees’ Job Satisfaction

Mei-Er Zhuang 1 and Wen-Tsao Pan 1,2

1Guangdong University of Foreign Studies, Guangzhou 510006, China
2Hwa Hsia University of Technology, New Taipei 220, China

Correspondence should be addressed to Mei-Er Zhuang; 990883130@qq.com

Received 21 May 2021; Revised 23 December 2021; Accepted 6 January 2022; Published 8 February 2022

Academic Editor: Ali Ahmadian

Copyright © 2022 Mei-Er Zhuang and Wen-Tsao Pan. -is is an open access article distributed under the Creative Commons
Attribution License, which permits unrestricted use, distribution, and reproduction in anymedium, provided the original work is
properly cited.

In the digital era, data mining and statistical analysis have been widely used to solve problems, especially in the field of
management and engineering. -erefore, we aim to make a new insight of human resource management based on multiple
regression modelling and quantile regression modelling. Specifically, the systematic framework of job satisfaction in this research
is constructed by three dimensions from the perspective of psychology, namely, the perception of interpersonal relationship,
financial compensation, and work conditions. Each dimension consists of twomeasures which reflect the employees’ view towards
them. -e empirical estimation results show the following. (1) Perceived relationship with managers, perceived rationality of
compensation, perceived match degree of job, and perceived autonomy degree of work are all significantly positively correlated
with job satisfaction. (2)-e effect of perceived rationality of compensation is significantly different between the high quantile and
the low quantile. For those with lower perceived rationality of compensation, their job satisfaction is more likely to be affected due
to the perceived compensation than those with higher perception. -is research enriches the existing theory by constructing a
comprehensive framework of the influencing factors of job satisfaction, which provides useful implications of human resource
management optimization for enterprises.

1. Introduction

In the past decade, with the decline of birth rate and the
intensification of population aging, China’s demographic
dividend has gradually faded. While the downward trend of
global economy has resulted in unemployment for many
workers, the shortage of labour supply for companies in
different industries has been an increasingly obvious
problem. Consequently, it has become a challenge for hu-
man resource management to attract adequate and capable
employees and avoid losing labour assets. Braham [1] argues
that employee turnover can lead to the cost of management
and the damage of productivity.

It is of great importance to keep the appropriate em-
ployee retention as well as understand the reasons why
employees disengage and leave their jobs. One possibility
attributed to employee turnover is that employees are not

only pulled by better offers but also pushed out of the
company they are working in due to relatively low satis-
faction [2]. Job satisfaction has been proved to have a sig-
nificant relationship to organizational employee turnover
and has generated widespread interest among researchers
[3, 4]. -us, it is imperative to pay more attention to
retaining employees by improving employee job satisfaction.

Job satisfaction has been defined in various ways. In a
narrow sense, it mainly refers to the positive feelings and
emotions from the appraisal of one’s job or job experiences
[5]. In a broad sense, job satisfaction can be regarded as the
combination of psychological and environmental circum-
stances that arouses one’s subjective reaction to all the issues
pertaining to their jobs [6, 7]. In this study, job satisfaction
can be described as attitudes towards the perception between
what one wants from one’s job and what they actually gain
from the job as offering or entailing [8].
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Existing relevant research is mainly concentrated on the
study of determinants and outcomes of job satisfaction from
different perspectives, such as the influencing factors of job
satisfaction and the effects of job satisfaction [9, 10]. As for
the latter, numerous literatures have reached a basically
consistent conclusion, that is, job satisfaction has a positive
impact on organizational performance through multiple
channels. McNeese-Smith [11] indicated that employees
with higher level of job satisfaction are likely to be more
productive. -e higher the job satisfaction is, the better the
performance will be. Besides, the impacts of job satisfaction
on performance are stable across time [12]. Since job sat-
isfaction is conducive to higher performance, it is vital to
have a deeper insight of the influencing factors of employees’
job satisfaction, so that employees and employers can
achieve better coordination by enhancing the employees’
happiness and organizational performance.

Although much research has made contributions to the
studies of job satisfaction, most of these previous research is
restricted in developed economy or certain industries,
lacking in establishing a framework to measure employee
job satisfaction levels in a wider range [13]. It should be
noted that studies have not clearly and systematically in-
vestigated the influencing factors of job satisfaction. Which
specific aspects are important for job satisfaction may differ
per countries or job type. China is one of the most in-
fluential emerging economies in the world. It is also a
relation-oriented country with high power distance.
According to Hofstede’s cross-cultural theory, there are five
cultural dimensions. Power distance is one of the dimen-
sions and refers to the recognition of members of the
society on the class difference caused by power and wealth
[14]. China has unique cultural context which is greatly
different from previous studies related to job satisfaction.
-erefore, the purpose of this study is to identify the po-
tential factors of job satisfaction in the context of China by
applying a newly modified theoretical and structural
framework.

2. Literature Review

A plethora of research has been published pertaining to
employees’ satisfaction including but not solely focused on
personal characteristics, professional accomplishments, in-
come, or their relationship with other staff [15]. According
to the existing literature, a vast amount of research on the
issue of job satisfaction has been documented based on
different perspectives. Particularly, the influencing factors of
job satisfaction can be divided into four categories: demo-
graphic characteristics, individual endowments, contextual
situations, and psychological conditions [16, 17]. Demo-
graphic characteristics refer to basic attributes that cannot be
changed manually such as gender [18] and age [19]. Indi-
vidual endowments include educational background such as
academic level or career-training experience [20] Contextual
situations include work environment, communication at-
mosphere, compensation and benefits, insurance, and se-
curity [21]. Psychological conditions include adaptability
and job stress [22]. Many studies have confirmed that these

factors mentioned above have significant impacts on job
satisfaction to some extent [23].

In addition to the above classification of factors affecting
job satisfaction, there are also other classificationmethods or
evaluations methods [24]. Some scholars proposed that the
determinants of job satisfaction can be grouped into three
categories according to the perspectives of personal char-
acteristics, job characteristics, and organizational charac-
teristics, while others argued that the determinants should be
divided into two kinds, namely, endogenous intrinsic factors
and exogenous extrinsic factors [25, 26]. On the one hand,
the combination of endogenous psychological factors is
regarded as a closed system, such as psychological contract,
sense of support, trust, emotional intelligence, and mental
health [27]. It mainly integrates individual characteristics,
focusing on the role of psychological determinants from a
deeper internal perspective [28]. On the other hand, the
combination of exogenous factors is regarded as an open
system, focusing on the work conditions and social envi-
ronment perspective [29]. Studies related to the exogenous
factors mainly demonstrate the effect of work atmosphere,
leadership style, professional positions, or working hours on
job satisfaction. For example, common environmental
stressors in the work environment can be stressful to staff
and influence job satisfaction [30, 31].

Research on job satisfaction has been developing greatly
in the past few decades, but it remains unclear which types of
determinants exert most effects on the employees’ attitude
partly because the traditional framework lacked multidi-
mensional analysis. Due to the complication of the mech-
anism between job satisfaction and influencing factors,
related determinants have not been fully explored and
validated up to now, which provides the research gap and the
reason why more investigation is needed to make a deeper
insight on this field.

-erefore, making the most of the paradigm of en-
dogenous and exogenous research, we construct a more
comprehensive framework of job satisfaction from the
perspective of both endogenous and exogenous factors.
Based on the individual perception of employees, we set up
two-level variables for analysis on the secondary indicators
in each dimension. Specifically, we focused on the following
dimensions: interpersonal relationship, financial compen-
sation, and work conditions. In each dimension, we con-
struct two variables involving the perception of employees as
the determinants of job satisfaction.

Drawing on the data of Chinese General Social Survey
(CGSS), we extracted variables that meet these three di-
mensions for empirical analysis and explored the estimation
effects of these six factors on job satisfaction to clarify the
mechanism, thereby creating a more comprehensive ex-
planation of the relationship between the three-dimensional
determinants and job satisfaction.

3. Hypothesis Development

3.1. Interpersonal Relationship. Interpersonal relationship of
employees in the workplace can be subdivided into two
categories, namely, the relationship with managers and the
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relationship with colleagues [32]. Managers in this context
mainly include supervisors, team leaders, and any superiors
that have a higher position level than the employee them-
selves in the organization while the colleagues refer to those
co-workers that are in the same or similar position level in
the organization.

Relationship may have a “double-edged sword” effect on
employees’ performance. Individual-level relationship may
increase job satisfaction and performance, while group-level
relationship may weaken employees’ sense of procedural
justice and reduce their work performance [33]. Relation-
ship with supervisors and colleagues has been estimated to
have significant influence on job satisfaction in different
fields such as healthcare industry [34]. Employees who are
from dominant groups in the organization tend to be more
satisfied with their jobs because their managers and co-
workers tend to provide them with more feedback and
support [35]. Scholars have also revealed that employees at
the establishment career stage are more likely to expect to
become accepted as equal and regular members of the or-
ganization by building an effective relationship with co-
workers and supervisors, thus learning organizational norms
and values better [36]. Although research on social decision
making has already shown that trust on a third party affects
the individual’s cooperative behavior [37], studies have
suggested that employees’ perception of both co-workers
and supervisory support may bring different outcomes,
which means that employees’ trust towards their co-workers
and supervisors varies in general working place [38]. Hence,
interpersonal relationship with managers and colleagues
may influence employees’ perception differently.

On the one hand, perceived relationship with managers
can be defined as a kind of supervisor-subordinate relation
based on employees’ perception of interaction with leaders
and supervisors [39]. According to Hofstede’s theory,
China’s power distance gap is relatively huge and the
concentration degree and dictatorship degree of power in
Chinese society are high. Furthermore, leadership behaviors
can vary over two domains according to the leadership
theory proposed by Hersey and Blanchard [40]: task-ori-
ented and relation-oriented leadership behaviors. China is a
typical relation-oriented society where informal systems
often play a potentially huge role. Hence, specific leadership
behaviors such as coordinating and structuring and also how
supervisors communicate may have more significant im-
pacts on employee job satisfaction [41]. For example, from
the frontline staff perspective, if managers fail to provide
constant support and understanding, they will perceive a
poor leadership that undermines their trust and job satis-
faction [42]. As the director of power and the distributor of
resources, leaders have the right to determine the allocation
of resources in the organization andmay be closely related to
the vital interests of each employee, which means that
getting the appreciation of leadership is particularly im-
portant [43]. If employees have a better relationship with
managers who have dominant power and resources, they
may have potential competitive advantages in terms of

resource acquisition and benefit distribution, which is
conducive to gaining opportunities for career development
[44]. -is can account for the reason why employees that
perceived their relationships with supervisors more positive
show greater levels of job satisfaction than those who do not
hold such beliefs [45]. In that case, employees getting along
well with managers may have more self-belief and even a
sense of superiority, so their job satisfaction will be corre-
spondingly higher [46].

-erefore, the first hypothesis is proposed as follows.
H1a: perceived interpersonal relationship with managers

has a positive effect on job satisfaction.
On the other hand, perceived relationship with col-

leagues refers to the peer relation of co-workers that are in
the same or similar position level in the organization,
represented by friendliness and kindness from colleagues.
Studies have found that co-worker support is considered to
be predictors of the employees’ behavior [47]. However,
such influences may differ with different genders, and
studies have proved that perceived co-worker support was
more strongly related to organization commitment which is
typical outcome of job satisfaction for women than for men
[48]. Relationships with colleagues are mutually supportive
in a situation where co-workers are cooperative and work
collaboratively. Co-worker support was significantly related
to personal accomplishment [49]. -ose having good in-
terpersonal relationship with colleagues are also easier to
overcome difficulties due to knowledge sharing when they
encounter challenges at work. Employees experienced close
and friendly relationship in the occupational team as a
source of strength that enabled them to overcome different
hurdles [50]. In other words, when faced with trouble, those
having co-worker support are more likely to obtain enough
valuable information and timely help, so that they are more
likely to find a solution to the problem in a shorter time,
which helps to increase the probability of success, thereby
generating more positive emotions and improving job sat-
isfaction [51]. Otherwise, when relationships with colleagues
were strained, employees’ ideas and creativity would be
hindered, which may harm their job satisfaction [52]. Re-
search has also been shown that teamwork was positively
associated with job satisfaction by creating positive inter-
action. Good interpersonal relationship with colleagues may
help to form a closer emotional connection [53]. When
employees are in a bad mood and need care, they are more
likely to be comforted by colleagues if they have good in-
terpersonal relationship, which can reduce depression and
conflicts in workplace [54]. Such a good state of interper-
sonal relationship may have an impact on the effectiveness
and efficiency of communication, social exchanges, and
emotional venting among employees and contributes to
carry out more harmonious cooperation and form a good
working atmosphere [55]. Good atmosphere created a
supportive environment and a sense of safety and security,
which can reduce the pressure of life and work to a certain
extent [56]. When one felt supported and backed by col-
leagues, their job satisfaction may be well improved.
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-erefore, the second hypothesis is proposed as follows.
H1b: perceived interpersonal relationship with col-

leagues has a positive effect on job satisfaction.

3.2. Financial Compensation. Compensation refers to the
salaries, income, rewards, insurance, and any monetary
payment and financial benefits employees received from
their jobs. Earlier studies believed that compensation did not
have a significant impact on job satisfaction [57, 58]. In some
studies related to hotel internship program, researchers
found that compensation composed of overtime pay, fringe
and benefits, and salary did not significantly affect internship
satisfaction [59, 60].

However, more and more studies have argued that
compensation level is positively correlated with job satis-
faction, which can be explained by the resource preservation
theory [61, 62]. In their research, improvement in com-
pensation represents an increase in the material resources
occupied by employees. Psychological motivation of em-
ployees would be enhanced, thus accumulating higher job
satisfaction [63]. Some other scholars also show convincing
evidence of the assumption that stable income is important
for the attractiveness of job [64].

Nevertheless, some scholars held different views and
presented opposite conclusions, suggesting that salary level
is negatively correlated with job satisfaction [65]. Besides,
some complicated mechanism may be existing in the rela-
tionship between compensation and job satisfaction. For
example, it could be a type of nonlinear relationship, which
can be described as “inverted U-shaped” curve [66]. -ese
diverse and seemingly contradictory research results reflect
the fact that the relationship between compensation and job
satisfaction is complex and still needs further investigation.

On the one hand, perceived rationality of compensation
can be defined as the perception and judgment of com-
pensation based on their ability and expectations. Numerous
studies have suggested that perceptions of fairness play a
vital role in the service encounter [67]. Studies highlight how
compensation can influence their job satisfaction [68].
When exploring the effects of compensation, most of the
existing studies are value-oriented and merely focus on the
amount of compensation rather than the perception of
employees. In fact, the perception of income and the specific
value of income are not equal. In other words, perception of
compensation is not the same as the amount of compen-
sation itself, which should not be ignored. On the basis of
Adam’s [69] equity theory, job satisfaction can be deter-
mined by the employee’s input-income ratio and those of the
referents. -e level of an employee’s job satisfaction may be
affected by the assessment based on their own contribution
and compensation [70].

-us, the employee’s subjective assessment of his or her
input-related reward can determine his or her job satis-
faction [71]. If people with average incomes feel that their
income is inadequate and does not reach a proper level they
should be, their perceived rationality of compensation be-
comes weak, and then their job satisfaction may be relatively
low. On the contrary, for people whose income level is not

very high, if they believe that their income is in line with
their own contribution and meets their expectations, then
their sense of reasonableness of income will be strong, which
may be easier to arouse a stronger feeling of job satisfaction.

In short, the perception of reasonableness of compen-
sation is not equal to the absolute value of compensation and
the higher perceived rationality of compensation may have a
positive impact on job satisfaction. -erefore, it is necessary
to distinguish the absolute value of compensation from the
perceived rationality of compensation.

-erefore, the third hypothesis is proposed as follows.
H2a: perceived rationality of compensation has a posi-

tive effect on job satisfaction.
On the other hand, the level of an employee’s job satis-

faction can also be affected by a comparison with the con-
tribution and financial compensation of others. Previous
theory claims that people’s job satisfaction is not only related to
personal absolute compensation but also more closely related
to people’s sense of fairness and equity in distribution [72].

Perceived equity of distribution can be defined as the
perception of fairness of the job compensation, which is
the subjective judgment of the employees on the fairness
of the organization’s resource distribution [73]. Studies
have shown that both the external fairness and internal
fairness of compensation will have a significant impact on
employee job satisfaction [74]. In other words, an em-
ployee may feel a psychological conflict associated with
his or her compensation when an equivalent colleague
receives a higher income, and this discrepancy can de-
crease the employee’s job satisfaction. McLoughlin and
Carr [75] suggested that employees tend to be less sat-
isfied with their job because of the inequalities they ex-
perience in rewards.

Perceived equity of distribution is important, and it is
reported that equal and fair compensation system positively
influences job satisfaction of a multicultural workforce [76].
Research suggested that fairness of salary in centralized
public procurement systems is the key factor of job satis-
faction [77].

However, the relationship between perceived equity of
distribution and job satisfaction in the context of Chinese
workplace has not been fully estimated.

-erefore, the fourth hypothesis is proposed as follows.
H2b: perceived equity of distribution has a positive effect

on job satisfaction.

3.3. Work Conditions. Work conditions mainly refer to the
combination of objective and subjective issues related to
workload, working period, workplace environment, pro-
motion opportunity, and work stress [78]. In our study, we
focus on two important components of work conditions,
namely, perceived match between ability and job [79] and
perceived autonomy [80].

Person-job fit is defined as a match between individual
knowledge, skills, abilities, and the job requirements [81]. It
is usually presented as the compatibility between the em-
ployee and the tasks that are expected to be accomplished in
exchange for employment [82, 83].
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Researchers suggested that employees’ work attitude was
affected by the perceived person-organization fit [84]. In an
analysis for female managers, scholars found that the higher
the individual-organization matching is, the more the job
satisfaction would be [85]. -e lower person-job match
represented by the perception of overqualification of em-
ployees would cause employees to feel frustrated because the
work they are engaged in cannot give full play to their own
skills, which makes them more likely to lose interest in work
[86].

To be more specific, we use the term “match degree of
ability” to depict the degree to which employees’ job fits his
or her ability. A high match degree of ability indicates that
the knowledge and skills required for a given job are highly
related to those provided by their education, experience, and
abilities [87]. In such situations, job-related knowledge is
strongly associated with potential job performance and may
affect job satisfaction. Otherwise, when employees’ previous
knowledge or skills cannot be applied in the existing work
fully or when the employees feel that they have difficulties in
adapting to the current job or exerting their original talents
and experience on the work task, there will be a sense of
mismatch, resulting in lower job satisfaction. Lawler [88]
suggested that if employees perceive that reward allocation is
unfair or unrelated to the level of employee contribution, it
would not be possible to sustain—in the long run—mana-
gerial practices based on empowerment. Under those con-
ditions, employee motivation would decrease and interest
towards empowerment would eventually be eroded [89].
Even if some employees have good qualifications, the
mismatch between employees’ occupation and their abilities
may still lead to relatively worse performance to some extent,
thus causing the lack of self-confidence and job satifaction.

-erefore, the fifth hypothesis is proposed as follows.
H3a: perceived match degree of ability has a positive

effect on job satisfaction.
On the other hand, autonomy degree of work provides

another indicator of the source of employee satisfaction in
terms of work conditions [90]. Hackman and Oldham [91]
defined job autonomy as the degree to which the job pro-
vides substantial freedom, independence, and discretion to
the employee in scheduling the work and in determining the
procedures to be used in carrying it out. In other words,
autonomy degree of work can be defined as the level of
freedom employees experience in terms of decision making
at the workplace [92]. In this study, we use the term “au-
tonomy degree of work” to depict the degree to which the job
provides freedom and independence for employees’ devel-
opments and work-life balance.

Self-determination theory believes that people have basic
psychological needs for autonomy, sense of belonging and
relatedness, and competence. When good working condi-
tions are provided and the three innate needs are met,
employees are more likely to work under the drive of in-
ternal motivation, thus exerting their potential and creating
positive work performance. Employees who believe they
have greater autonomy to make decisions at work are also
shown to be more satisfied with their jobs [93]. -e domain
of autonomy is reflected in conflicts which arise from

leadership style, management practices, and decision-
making processes. Job autonomy is aligned with job resource
which seeks to prevent the negative impact job demands will
bring. While job demands concern themselves with the cost
in physiology, social, psychological, or organizational sides
of the job like emotional demands, job resources lessen the
impact of job demands and their costs to stimulate some
level of learning, growth, and development. -erefore, ab-
sence of job autonomy raises the negativities of absenteeism,
stress, repetitive strain, and ill health, whereas presence of
job autonomy leads to higher employee job satisfaction [94].

Research on the influence mechanism of job autonomy
on job satisfaction has been quite consistent. Findings have
mostly suggested that job autonomy leads to job satisfaction
on the same assumption. A lack of autonomy will result in
higher levels of stress which in turn can lead to dissatis-
faction in one’s work [95].

It has been confirmed that autonomy in work process
[96], flexible working hours [97], and autonomy in workload
[98] all have positive impacts on satisfaction. Studies have
shown that working hours affect job satisfaction by changing
employee perceptions of work context [99]. Some scholars
have pointed out that flexible work plans can significantly
reduce employees’ work-family conflict and turnover ten-
dency and improve perceived job autonomy, job satisfaction,
organizational commitment, and job performance [100].
Compatibility between family life and working hours,
namely, the reduction of conflicts between work and leisure
time, is clearly conducive to satisfaction [101]. It can be
inferred that work-life balance contributes to job satisfaction
while unsatisfactory working conditions lead to work-family
conflicts, time pressure, emotional exhaustion, and time
stress, which ultimately result in high turnover rates [102].

Based on the analysis, it can be inferred that if the
employers enhance the autonomy and freedom of employees
and support them in arranging their time and work tasks
reasonably, it can largely alleviate the time conflicts of
employees at work, thereby enhancing work flexibility de-
gree and adaptability, which improves the job satisfaction of
employees.

-erefore, the sixth hypothesis is proposed as follows.
H3b: perceived autonomy degree of work has a positive

effect on job satisfaction.
-e research framework is shown as Figure 1.

4. Research Method

4.1. Model Construction. Based on the three dimensions of
determinants of job satisfaction, namely, interpersonal re-
lationship, financial compensation, and work conditions, a
regression model is established as follows:

JS � β0 + β1MANAG + β2COLLEA + β3RATION

+ β4EAUITY + β5MATCH + β6AUTON + ε.
(1)

On the left side, JS represents the dependent variable,
namely, job satisfaction. On the right side, six inde-
pendent variables are represented by acronyms. To be
more specific, MANAG stands for relationship with
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managers, and COLLEA stands for relationship with
colleagues. RATION is represented by perceived ratio-
nality of compensation. EQUITY stands for perceived
equity of distribution, and MATCH stands for perceived
match degree of job. AUTON stands for perceived au-
tonomy degree of work. β1, β2 . . . β6 are the corre-
sponding regression coefficients. β0 is a constant term,
and ε represents the random error.

4.2. Data Source. Drawing on the data form Chinese
General Social Survey (CGSS), we select and construct the
corresponding scale to measure the variables and conduct
empirical analysis to test the hypotheses. CGSS is China’s
first national and continuous large-scale social survey
project. CGSS aims to collect data from Chinese people
and all aspects of Chinese society regularly and sys-
tematically, summarizing the long-term trend of social
change. -e main purpose is to explore social issues of
great theoretical and practical significance and promote
the openness and sharing of domestic social science
research.

Up to now, the sample data in CGSS in 2015 are
considered the latest version of the project. CGSS 2015
adopts random sampling method covering 28 provinces
(excluding Tibet, Xinjiang, Hainan, Hong Kong, Macao,
and Taiwan). It is worth noting that 10968 residents from
478 natural villages and 83 prefecture-level cities were
interviewed across130 counties and 369 townships, which
makes the sample size very large and convincing. Content
of the questionnaire of CGSS 2015 not only includes the
description of objective characteristics but also includes
subjective questions, which is suitable for the require-
ments of this research.

4.3. Measures. -e method of preprocessing of the raw data
and the detailed descriptive information of each item in the
scale are introduced in this section (see Table 1).

-ere are three steps in the preprocessing. First,
remove missing values and invalid data. As some inter-
viewees did not fill in all the questionnaire, some of the
data were incomplete. -erefore, invalid samples with
missing values in the key variables must be eliminated to
ensure the scientific and rigorous data analysis. Second,
since the CGSS2015 questionnaire is divided into several
modules and some of the questions in some modules are
only for specific groups of participants, the applicable
objects of each question are not completely the same. -e
items we need for this research originated from module
A, module B, and module D. However, module A and
module B are full samples of 10968 because those par-
ticipants can answer all the questions, while module D
has only part of the interviews for the reason that some of
them are not suitable for the questionnaire, which means
that the data sample size extracted from the three
modules of CGSS 2015 is quite different. In order to
ensure the accuracy of the empirical analysis, the data
need to be matched and paired. -e specific method is
based on whether the D module of the questionnaire is
answered or not. -ose corresponding samples that did
not answer question related to job satisfaction are
eliminated, and only those valid samples that have an-
swered the main questions at the same time are retained,
so that the sample size of each question item is basically
balanced. -ird, we processed the control variables in-
cluding gender and education level in the social demo-
graphic attributes. We construct 0-1 dummy variable for
gender and education level.

5. Result Analysis

Stata is used to conduct empirical estimation on sample
data. First, the descriptive statistics are demonstrated,
followed by the correlation analysis. -en, hypothesis
testing is conducted through multiple regression, and

match degree of ability

relationship with managers

equity of distribution

rationality of compensation

relationship with colleagues

autonomy degree of work

Job satisfaction

Interpersonal
relationship

Financial
compensation

Work
conditions

Figure 1: Research framework.
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finally the robustness check through quantile regression
modelling is illustrated.

5.1. Descriptive Statistics. According to statistics, the gender
ratio of the sample is basically balanced, with 49.23% of
women and 50.77% of men. In terms of educational level, the
proportion of people with higher education background is
slightly smaller. Nearly 47% of participants graduated from
high school or have a higher degree.

As shown in Table 2, the variance inflation factor (VIF)
of each explanatory variable is very small, and the mean
value of variance inflation factor is 1.39, indicating that there
is no multicollinearity problem in the variables. -e mean
value of MANAG is about 3.4, indicating that the sample’s
perception of the manager’s relationship is roughly at the
upper-middle level. -e mean of the variables COLLEA,
RATION, and EQUITY is in the range of 2.0 to 2.3, indi-
cating that the sample’s perception of these issues is rela-
tively worse. -e mean of the variable MATCH is about 3.1,
reflecting that more interviewees think that some of their
work experience and skills can be applied to the current jobs.
-e mean of that measure is about 2.5, which is close to the
highest value of this question. Due to the negative rating of
the question related to AOTON, most of the sample re-
spondents showed that they cannot freely decide their daily
work arrangements.

In addition, variables in this study have high standard
deviations (SDs), indicating that the measurement method
used in the sample is effective, and the heterogeneity in the
selected variables is also obvious.

5.2. Correlation Analysis. Before regression analysis, we
conducted a preliminary analysis of the correlation between
each independent variable and the dependent variable. It can
be seen from the second column of Table 3 that in the case of

univariate analysis, except for the control variable of gender,
the other variables are all significantly correlated with the
dependent variable at the 5% statistical level. Since the rating
rules of the two variables EQUITY and MATCH are op-
posite to the rules of other dependent variable, the negative
sign before the coefficient of EQUITY and MATCH rep-
resents a positive correlation actually. In other words, from
the results of the correlation analysis, the dependent variable
is significantly positively correlated with all independent
variables, and they are all positively correlated. However,
correlation analysis is not enough to confirm whether there
is a robust causal relationship between variables. -erefore,
multiple regression analysis is needed to estimate the
parameters.

5.3.Multiple RegressionModelling. As shown in Table 4, we
use stepwise multiple regression to test all hypotheses
separately. From columns (1), (4), (5), and (7), the re-
gression coefficient of MANAG is positive at the sig-
nificance level of 1%, which indicates that the better the
employee’s perception of the relationship with managers,
the higher the satisfaction level, so hypothesis H1a is
verified. On the other hand, regression coefficient of
COLLEA is not significant, indicating that the perceived
relationship with colleagues may not have such a strong
impact on job satisfaction. Hypothesis H1b cannot be
supported.

From columns (2), (5), (6), and (7), regression coefficient
of RATION is significant at the 1% statistical level, indi-
cating that the more reasonable the employee’s perceived
compensation is, the higher the satisfaction level is. Hy-
pothesis H2a is verified.

However, the regression coefficient of EQUITY is not
significant, indicating that the effect of distribution fairness
on job satisfaction is not so obvious as expected. Hypothesis
H2b has not been supported.

Table 1: Scales and items of variables.

Variables Items Scales

JS Are you satisfied with your current job?
-is question is rated using a 5-point Likert-type scale format. 1� “very
satisfied,” 2� “satisfied,” 3� “neutral,” 4� “dissatisfied,” and 5� “very

dissatisfied”

MANAG What do you think of your relationship with
your managers?

-is question is rated using a 5-point Likert-type scale format. 1� “very
good,” 2� “good,” 3� “neutral,” 4� “bad,” and 5� “very bad”

COLLEA What do you think of your relationship with
your colleagues?

-is question is rated using a 5-point Likert-type scale format. 1� “very
good,” 2� “good,” 3� “neutral,” 4� “bad,” and 5� “very bad”

RATION Considering your abilities and work status, is
your current income reasonable?

-is question is rated using a 4-point Likert-type scale format. 1� “very
reasonable,” 2� “reasonable,” 3� “unreasonable,” and 4� “very

unreasonable”

EQUITY Do you think the social distribution method is
fair?

-is question is rated using a 5-point Likert-type scale format. 1� “very fair,”
2� “fair,” 3� “neutral,” 4� “unfair,” and 5� “very unfair”

MATCH How much of your past work experience/or
skills can be used in your current work?

-is question is rated using a 4-point Likert-type scale format. 1� “very
little,” 2� “a little bit,” 3� “some,” and 4� “very much”

AOTON How is your daily work schedule? -is question is rated using a 3-point Likert-type scale format. 1� “free,”
2� “neutral,” and 3� “fixed”

Controls Gender (GEN) Female� 0; male� 1
Education level (EDU) Senior high school and above� 0; junior high school and below� 1
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From columns (3), (4), (6), and (7), regression coeffi-
cients of MATCH and AOTON are both significant at the
1% statistical level, indicating that the perception of job
match and autonomy both have significant impacts on job
satisfaction. Hypotheses H3a and H3b have been verified.

6. Discussion of the Basic Regression Results

Based on the results of basic regression, it can be found that
whether interpersonal relationships will affect employees’

job satisfaction depends on the specific types of interper-
sonal relationships. Perceived relationship with managers
contributes to job satisfaction while the effects of perceived
relationship with colleagues is not significant. -e inherent
logic may be as follows.

On the one hand, if employees have better relationship
with managers who have dominant power and resources in
the organization, employees may think that they are more
likely to be recognized and appreciated by their supervisors.
In that case, they will have a more positive attitude on

Table 2: Descriptive statistics and multicollinearity diagnosis.

Variables N Mean SD VIF 1/VIF
MANAG 782 3.337596 1.059603 2.13 0.469180
COLLEA 506 2.23913 0.6837074 2.11 0.473927
RATION 511 2.064579 0.6460572 1.05 0.952748
EQUITY 758 2.340369 0.5417627 1.04 0.958860
MATCH 778 3.120823 1.004906 1.02 0.977118
AOTON 765 2.508497 0.9089396 1.01 0.988677

Table 3: Correlation analysis results.

Variables JS MANAG COLLEA RATION EQUITY MATCH AOTON GEN EDU
JS 1
MANAG 0.279∗ 1
COLLEA 0.246∗ 0.722∗ 1
RATION 0.336∗ 0.042 0.029 1
EQUITY −0.104∗ 0.013 −0.028 −0.201∗ 1
MATCH −0.086∗ −0.084 −0.051 −0.019 0.022 1
AOTON 0.160∗ 0.132∗ 0.101∗ 0.095∗ 0.002 −0.035 1
GEN −0.073 0.004 0.010 −0.049 0.054 0.040 −0.099∗ 1
EDU 0.156∗ 0.035 0.013 0.022 0.010 −0.058 −0.102∗ −0.009 1
Note. ∗denotes the significance level at 5% (∗means P≤ 0.05).

Table 4: Multiple regression analysis results.

Variables
JS

(1) (2) (3) (4) (5) (6) (7)

MANAG 0.294∗∗∗ 0.248∗∗∗ 0.279∗∗∗ 0.246∗∗∗

(0.089) (0.088) (0.083) (0.082)

COLLEA 0.144 0.167 0.130 0.151
(0.095) (0.093) (0.089) (0.087)

RATION 0.625∗∗∗ 0.661∗∗∗ 0.679∗∗∗ 0.622∗∗∗

(0.068) (0.074) (0.073) (0.073)

EQUITY −0.038 −0.060 −0.048 −0.073
(0.037) (0.040) (0.040) (0.040)

MATCH −0.170∗∗∗ −0.175∗∗∗ −0.146∗∗∗ −0.147∗∗∗

(0.046) (0.048) (0.044) (0.045)

AOTON 0.197∗∗∗ 0.171∗∗∗ 0.154∗∗∗ 0.127∗∗

(0.056) (0.060) (0.053) (0.056)

GEN −0.110 −0.119∗ −0.108 −0.069 −0.073 −0.076 −0.044
(0.085) (0.072) (0.083) (0.083) (0.079) (0.078) (0.078)

EDU 0.049 0.308∗∗∗ 0.120 0.014 0.058 0.096 0.032
(0.088) (0.072) (0.085) (0.088) (0.082) (0.080) (0.082)

Constant 2.280∗∗∗ 1.884∗∗∗ 3.231∗∗∗ 2.387∗∗∗ 0.966∗∗∗ 1.811∗∗∗ 1.205∗∗∗

(0.161) (0.222) (0.187) (0.241) (0.272) (0.283) (0.312)
N 502 752 576 491 491 559 481
R2 0.082 0.138 0.054 0.127 0.227 0.195 0.259
Note. -e numbers in brackets are robust standard errors. ∗, ∗∗, and ∗∗∗represent the significance level at 10%, 5%, and 1%, respectively (∗means P≤ 0.1,
∗∗means P≤ 0.05, and ∗∗∗means P≤ 0.01).
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themselves, believing that they not only have the opportunity
to get promotion for development but also have more
competitive advantages in terms of resource acquisition and
benefit rewards. With the help of such a promising expec-
tation, employees’ confidence will be strengthened and their
psychological pressure may be reduced. Besides, employees
may think that they are more likely to be favored and sup-
ported by their managers, thus getting more attention and
respect from their managers, which is consistent with the
findings of previous studies [103]. -ese findings mirrored
those obtained in an earlier published study, which suggested
that job dissatisfaction was caused by lack of respect from the
supervisor. Previous studies have shown that relationship
with supervisors and team leaders plays a more significant
role by the way of communication. Different relationship with
their managers of leaders may give them the impression that
the employees are respected or not [104].

On the other hand, as for the relationship with col-
leagues, although it may also affect the mood and state of
employees at work, its scope of influence may be relatively
limited because employees may tend to directly associate the
quality of relationship with a specific person rather than the
job. In other words, the focus of relationship with colleagues
will be put on the individual itself instead of the community.
-erefore, the perception of relationships with colleague
does not significantly affect job satisfaction as expected.

According to the results of basic regression, we can also
find that perceived rationality of compensation has positive
effects on job satisfaction while perceived equity does not
have such significant effects. Compensation does play a vital
role in the job satisfaction. -e positive and significant
relationship between pay and job satisfaction supports the
findings in similar studies [105]. However, the regression
results showed that perceived equity of distribution is not so
important as the perceived rationality of compensation. One
possibility is that the items of perceived equity of distri-
bution in our scale are more inclined to ask their perception
of fairness in social level rather than organizational level.
Consequently, this measure was not totally accurate and
consistent with our research purpose, which is an aspect that
needs improvement in future study.

Furthermore, perceived match degree of job and per-
ceived autonomy of work both have positive effects on job
satisfaction. When employees feel that their knowledge, skills,
and work experience can be effectively used in their existing
work, their sense of competency will be effectively met, and
they will be driven by their internal motivation to work to
achieve their potential and create better performance and
higher job satisfaction. In that case, they may think that they
are indeed suitable for the current job and can finish related
tasks well. -is sense of job match can greatly reduce the
anxiety and stress that may exist in employees, thereby im-
proving job satisfaction. Findings are consistent with previous
research which found that satisfaction in job training is
impacted by the perceived compatibility between training
knowledge and job requirements [106].

Meanwhile, in terms of job autonomy, the estimation
also shows that it is a strong predictor which showed a
positive association with job satisfaction. -e results

indicated that the more autonomy the employees had, the
more satisfied they were with their jobs. When employees’
perceived autonomy of work is high, it means that em-
ployees will have greater flexibility at work, which may
reduce the constraints of working hours. Alleviating em-
ployees’ time conflicts and work schedules can help to better
balance work and life, thereby increasing the job satisfaction
of employees and making the job satisfaction higher. Em-
ployees do not achieve post-training satisfaction because
they expect job training to improve job performance, result
in salary increase, and ensure promotion [107].

6.1. Quantile Regression Modelling. In order to estimate the
influencing factors of job satisfaction in depth, we use
quantile regression to conduct the heterogeneity test of
different quantile areas.

Quantile regression splits the data into multiple quantile
points according to the dependent variable and further
estimates the relationship under different quantile points.
-e main purpose of quantile regression is to analyze the
trend of the influence of the independent variable on the
dependent variable and to check the robustness of the re-
gression model.

We use the lowest 20% as the low quantile and the
highest 20% as the high quantile. -e analysis results are
shown in Table 5 and Figure 2. It can be seen that the P value
of RATION is equal to (or less than) 0.05 both in the low
quantile and the high quantile (P≤ 0.05), which rejects the
null hypothesis and proves that there is a significant dif-
ference between the low quantile and the high quantile of
perceived rationality of compensation. Besides, the P value
of MATCH and AOTON is less than 0.05 in the low quantile
(P≤ 0.05), suggesting that compared with the average in-
terviewees, those with lower perception of match degree of
job and autonomy degree of work are significantly different.
-e P value of MANAG is less than 0.05 in the high quantile
(P≤ 0.05) and reveals that the perception of relationship
with managers is indeed playing a more significant role in
job satisfaction when they think they are really having a good
connection with managers.

Here we further discuss the very variable that passed the
heterogeneity test (P≤ 0.1), namely, perceived rationality of
compensation (see Table 6). Since the value of the perceived
rationality of compensation is rated in a reverse way, the
high quantile interval represents a lower perception of ra-
tionality, and vice versa. It can be seen from Table 5 that in
the high quantile interval, the results of quantile regression
are significantly higher than the results of ordinary linear
regression, indicating that ordinary linear regression has a
lower estimation of the effects of perceived rationality of
compensation. In other words, ordinary linear regression
underestimates the impact of perceived rationality of
compensation on job satisfaction. Specifically, when the
perceived rationality of compensation is low, employees will
be more concerned about compensation, so the effects of
compensation on job satisfaction become more obvious. In
the low quantile range, there exists an opposite situation,
especially in the 0.2–0.4 interval. -e results of quantile
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regression are significantly lower than those of ordinary
linear regression, indicating that ordinary linear regression
has a high estimation of the parameters of samples with
higher perceived rationality of compensation, that is, or-
dinary linear regression overestimates the impact of the
higher sample of income reasonableness perception. When
employees think that their income is reasonable, their

attention to income will be reduced, and they may turn to
consider career prospects and interpersonal relationships. In
other aspects, they may also consider whether their work is
in line with their own interests, skills, majors, and experi-
ences. In short, employees with high perception of ratio-
nality of compensation may be affected by other incentives
rather than compensation. It has been consistent with

Table 5: Quantile regression modelling results.

JS Coef. Bootstrap Std. Err. t P> t (95% conf.) (Interval)

q20

MANAG 0.2 0.1418238 1.41 0.159 −0.0786781 0.4786781
COLLEA 0.2 0.1703923 1.17 0.241 −0.1348141 0.5348141
RATION 0.4 0.2037519 1.96 0.050∗ −0.0003644 0.8003644
EQUITY −1.75e− 16 0.0695895 −0.00 1.000 −0.1367405 0.1367405
MATCH −0.2 0.0866263 −2.31 0.021∗ −0.3702173 −0.0297827
AOTON 0.2 0.0874006 2.29 0.023∗ 0.0282612 0.3717388
_cons 0.8 0.5179869 1.54 0.123 −0.2178236 1.817824

q80

MANAG 0.4285714 0.2065284 2.08 0.039∗ 0.0227514 0.8343914
COLLEA −7.18e− 15 0.1531282 −0.00 1.000 −0.3008909 0.3008909
RATION 0.8571429 0.1718596 4.99 0.000∗∗ 0.5194456 1.19484
EQUITY −0.1428571 0.1041957 −1.37 0.171 −0.3475976 0.0618833
MATCH −0.1428571 0.0996767 −1.43 0.152 −0.3387178 0.0530035
AOTON 0.1428571 0.124361 1.15 0.251 −0.1015072 0.3872215
_cons 1.285714 0.8899919 1.44 0.149 −0.4630844 3.034513

Note. ∗and ∗∗represent the significance level at 5% and 1%, respectively (∗means P≤ 0.05; ∗∗means P≤ 0.01).
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Figure 2: Quantile regression interval difference.

Table 6: Heterogeneity test: the difference between high quantile and low quantile.

MANAG COLLEA RATION EQUITY MATCH AOTON
F 1.01 0.97 3.48 1.61 0.22 0.17
Prob> F 0.32 0.325 0.06∗ 0.21 0.64 0.68
Note. ∗represents the significance level at 10% ∗means P≤ 0.01).
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previous studies that regard salary as the most important
factor in retaining such staff, who feel that they are not paid
sufficiently to reward their particular qualification
[108, 109].

To sum up, for those with worse perception of com-
pensation rationality, their job satisfaction is more likely to
be affected by their compensation while job satisfaction of
employees with a better perception of income rationality is
relatively less affected by compensation.

7. Conclusions and Implications

Based on the sample data of CGSS 2015, we construct a
more comprehensive research framework with three di-
mensions, namely, interpersonal relationship, financial
compensation, and work conditions. We analyze the
influencing factors of job satisfaction systematically from
the perspective of employee’s psychological perception.-e
results demonstrate that perceived relationship with
managers, perceived rationality of compensation, perceived
match degree of ability, and perceived autonomy degree of
work are all significantly positively correlated with job
satisfaction. Besides, the effect of perceived rationality of
compensation is significantly different between the high
quantile and the low quantile. For those with lower per-
ceived rationality of compensation, their job satisfaction is
more likely to be affected due to the perceived rationality of
compensation than those with higher perception of
compensation.

-is study sheds light on human resource manage-
ment in the business practice. First, supervisors should
establish proper management modes and use their affinity
to interact well with employees. In this way, they can
make employees feel themselves in the process of com-
municating and hold a better perception of interpersonal
relationship with managers, thus helping employees to
improve their job satisfaction. We recommend that su-
pervisors become more aware of whether and how their
behaviors influence employees’ job satisfaction. Espe-
cially providing specific instructions and using two-way
communication seem important to help employees deal
with their insecurities and to offer them support. Second,
it is important to identify employees’ perception of
compensation by various ways such as informal com-
munication or questionnaire. As for those employees that
regard their compensation unreasonable, it is necessary
to adopt corresponding measures to help them realize
that the income they receive is in line with their labour
commitments or to adjust their compensation of ap-
propriate subsidies, thereby reducing their psychological
imbalance and improving employee job satisfaction.
-ird, managers should pay more attention to employees’
characteristics and release the potential of employees by
providing employees with a suitable platform and op-
portunities to match their abilities and fully develop their
talents. Fourth, it is essential to give employees appro-
priate autonomy when arranging work tasks, allowing
them to have more flexibility in the work process, thereby
increasing employees’ satisfaction.
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