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ABSTRACT 
Globally, low employee satisfaction has led to high 
turnover costs and poor performance, creating a significant 
problem in both academia and industry. Based on the Job 
Demands-Resources (JD-R) model, it takes a look, which 
detects the mechanism using technology sources, as well as 
mutual conditions, compensation, and the development of 
the profession, the employee affects happiness and 
investigates work on work engagement. A questionnaire 
survey of 256 respondents (N=256) earned valid data in 
China which has been analyzed thru partial least square 
structural equation modelling (PLS-Sem). The findings 
suggest that these technology resources are not best at 
once and affect the satisfaction of the employee, but also do 
not contribute directly through engagement, where the 
intermediate effect of work engagement is particularly 
high. The result suggests that it is important for their 
pleasure to improve the feelings of employee involvement 
and dedication. This study provides realistic insights to 
strengthen the employee's satisfaction for companies and 
beyond, validating the walking cultural purpose of the JD-R 
model. Companies should prioritize to promote an 
excellent mutual environment, optimize reimbursement 
and gain systems and expand the development paths to the 
profession. By increasing the feeling of commitment and 
performance, they are able to establish a virtuous cycle of 
resources, effectively stimulate the staff's motivation and 
constantly develop in satisfaction. 

 
Contribution/Originality: This study contributes to the existing literature by using the 
Job Demands-Resources model to examine job resources, job involvement and 
employee satisfaction in Chinese companies. 
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1. Introduction  
 

With the rapid development of China's economy and the continuous opening of the labor 
market, significant changes have occurred in corporate employment patterns. 
Organizational structures are becoming increasingly flatter, job mobility is increasing, 
and the phenomenon of employees holding long-term positions within the same company 
is gradually diminishing. To maintain their competitive edge in employment, employees 
increasingly value key job resources such as interpersonal relationships, Salary and 
Welfare, and personal career development, using these factors as important criteria for 
job selection and work evaluation. 
 
In recent years, employee turnover has become a common human resource management 
challenge faced by various enterprises in China. Extensive research indicates that 
supportive interpersonal environments, compensation satisfaction, and career growth 
significantly impact employee satisfaction, turnover intention, and organizational 
commitment (Locke & Latham, 1990; Matzler & Renzl, 2006). How to effectively enhance 
employee satisfaction and reduce turnover risk has become an urgent issue for 
enterprises. 
 
Employee satisfaction, as a crucial indicator measuring work experience and 
organizational identification, not only affects job performance and turnover tendency but 
also profoundly impacts operational efficiency (Mor Barak et al., 2001). Existing research 
often focuses on single factors and seldom systematically integrates the comprehensive 
pathways of core job resources such as interpersonal relationships, Salary and Welfare, 
and career development. Simultaneously, Job involvement, as a key variable reflecting 
employees' psychological state, lacks sufficient verification regarding its mediating role 
in the relationship between job resources and employee satisfaction. 
 
According to the Job Demands-Resources model, job resources encompass all supportive 
elements that help employees achieve work goals, reduce work stress, or promote 
personal growth (Demerouti et al., 2001). Existing studies generally regard interpersonal 
relationships, Salary and Welfare, and career development as vital components of job 
resources (Bakker & Demerouti, 2007). Specifically, interpersonal relationships 
represent social support resources, Salary and Welfare belong to organizational material 
resources, and career development reflects growth resources. These key job resources 
not only stimulate employees' Job involvement but also significantly influence employee 
satisfaction, organizational commitment, and turnover intention. 
 
Building on the Job Demands Resources (JD-R) framework, this study aims to investigate 
how interpersonal relationships influence employee satisfaction and job involvement in 
organizational contexts, with job involvement serving as a mediating variable. Therefore, 
targeting employed individuals in China as the survey subjects and collecting cross-
industry samples through convenience sampling, this study systematically explores the 
impact pathways of interpersonal relationships, salary and welfare, and career 
development on employee satisfaction. It introduces job involvement as a mediating 
variable to establish a more comprehensive theoretical model. This research will provide 
empirical evidence for enterprises to optimize human resource management, enhance 
employee satisfaction, and reduce turnover risk. 
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2. Literature Review and Hypothesis development 
 
Employee satisfaction, as a key indicator measuring work experience and organizational 
identification, has always been a focal area in business management and academic 
research (Robertson et al., 2012). Numerous empirical studies show a significant positive 
correlation between employee satisfaction and job performance (Mazzola & Disselhorst, 
2019), and employee satisfaction significantly influences outcome variables such as 
turnover rate and organizational commitment (Harrison et al., 2006). 
 
Locke (1976) defined employee satisfaction as the pleasurable or positive emotional state 
resulting from an individual's appraisal of their job or job experiences. Judge and 
Kammeyer-Mueller (2012) argued that employee satisfaction encompasses not only 
affective elements but also important cognitive components and is closely related to work 
environmental characteristics (Xia et al., 2016). Existing research indicates that good 
interpersonal relationships, reasonable Salary and Welfare, and clear career development 
opportunities are key job resources influencing employee satisfaction (Tims, Bakker & 
Derks, 2013). 
 
2.1. The Impact of Interpersonal Relationships on Job involvement and Employee 
Satisfaction 
 
In the workplace, interpersonal relationships, as social job resources, are important 
factors influencing employees' work attitudes and behaviors (Bakker & Demerouti, 2007). 
The JD-R model posits that social support, as part of job resources, can stimulate 
employees' work motivation, thereby enhancing Job involvement and job performance 
(Tims et al., 2013). Establishing positive interactions with others, gaining understanding 
and support, has been proven to effectively reduce work stress and enhance well-being 
and ES (Frone & Major, 1988; Matagi et al., 2022). 
 
In the Chinese cultural context, the influence of interpersonal relationships on employee 
behavior is particularly significant. Collectivism and Confucian culture emphasize the 
importance of "harmony" and "relationships" in workplace interactions, stressing 
emotional connections, trust, mutual assistance, and interdependence (Kao, 2023). 
Positive interpersonal interaction is not only a form of social capital but also a 
psychological resource that satisfies employees' needs for belonging and identification 
(Guanxi-based View). When employees feel support, inclusiveness, and care from 
colleagues or superiors within the organization, they are more likely to form stable 
psychological attachment and positive work attitudes, thereby enhancing their Job 
involvement and improving overall job satisfaction (Brunetto et al., 2014; Sutanto et al., 
2024). 
 
Interpersonal resources in Chinese culture are reflected not only in daily communication 
and interaction but also more deeply associated with trust, affection, and reciprocity. A 
good interpersonal support environment can reduce feelings of conflict, enhance 
employees' psychological safety, and make them willing to invest more emotion and 
identification in the organization. The "interpersonal harmony" established in this 
cultural context is precisely one of the important mechanisms prompting employees to 
engage actively in their work (Hallberg & Schaufeli, 2006). 
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Therefore, this study posits that interpersonal relationships, as a key job resource, can not 
only directly enhance ES but also exert an indirect influence by boosting employees' Job 
involvement. Based on this, the following hypotheses are proposed: 
 
H1: Interpersonal relationships have a significant positive impact on employee 
satisfaction. 
 
H2: Interpersonal relationships have a significant positive impact on Job involvement. 
 
H3: Interpersonal relationships have a significant indirect impact on employee 
satisfaction through Job involvement. 
 
2.2. The Impact of Salary and Welfare on Job involvement and Employee 
Satisfaction 
 
Salary and Welfare, as the most fundamental external motivational resources in the work 
environment, have long been considered a key driver of employee motivation (Deci et al., 
2017; Mor Barak et al., 2001). According to Self-Determination Theory (SDT), extrinsic 
motivators like Salary and Welfare are typical sources of controlled motivation (Gagné & 
Deci, 2005). Although compensation primarily satisfies employees' economic needs, fair 
and reasonable compensation systems play an important role in stimulating employee 
motivation and promoting positive behaviors (Rigby & Ryan, 2018). When employees 
perceive the compensation system provided by the enterprise as fair, reasonable, and 
aligned with their value expectations relative to their input, they are more likely to 
generate positive psychological reactions and higher satisfaction (Li et al., 2024). 
 
In existing literature, the relationship between Salary and Welfare and employee work 
attitudes has been widely confirmed (Schön Persson et al., 2018). Fair compensation not 
only directly influences employee satisfaction but can also significantly enhance 
employees' level of Job involvement (Miao et al., 2017). According to the JD-R model, 
Salary and Welfare, as key material job resources, have a positive motivating effect on 
employees' Job involvement (Bakker & Demerouti, 2007). Highly engaged employees 
typically perceive the various resources provided by the enterprise more positively and 
enhance their overall satisfaction with work through psychological investment (Frone & 
Major, 1988; Matagi et al., 2022). Furthermore, employee satisfaction is essentially an 
emotional reaction to the work environment, organizational resources, and the fulfillment 
of personal value (Judge & Kammeyer-Mueller, 2012; Locke, 1976). A satisfactory Salary 
and Welfare system can further enhance employees' emotional attachment and sense of 
identification with their work by satisfying their basic needs for fairness, respect, and 
livelihood security, thereby effectively increasing employee satisfaction. 
 
Therefore, this study posits that Salary and Welfare not only directly enhance employee 
satisfaction but also plays a mediating role in the psychological pathway by enhancing 
employees' Job involvement. Based on this, the following hypotheses are proposed: 
 
H4: Salary and Welfare have a significant positive impact on employee satisfaction. 
 
H5: Salary and Welfare have a significant positive impact on Job involvement. 
 
H6: Salary and Welfare have a significant indirect impact on employee satisfaction 
through Job involvement. 
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2.3. The Impact of Career Development on Job Involvement and Employee 
Satisfaction 
 
Career development refers to employees achieving career goals, enhancing personal 
capabilities, and obtaining promotion and compensation opportunities commensurate 
with their abilities during their work (Weng et al., 2010). Career development is not only 
a job resource that promotes employee growth but also a significant factor influencing 
employees' work attitudes and behaviors. Research shows that employees' perception of 
career growth can effectively predict their satisfaction and profoundly impact their 
positive work behaviors (Weng & McElroy, 2012). 
 
According to the Theory of Work Adjustment (TWA), ES largely depends on whether the 
organization provides external reinforcing conditions that match their psychological 
needs and career expectations (Dawis & Lofquist, 1984). When employees perceive that 
the enterprise provides a favorable career development environment, including clear 
promotion paths and opportunities for skill enhancement, they are more likely to 
generate positive emotional experiences and psychological identification (Sluss et al., 
2008; Weng et al., 2010). Especially in the current context of intense competition and 
rapid environmental change, career growth opportunities have become a key reference 
factor for employees to evaluate organizational attractiveness and value (Savickas, 2002). 
 
The JD-R model further points out that career development, as a key growth-oriented job 
resource, can effectively stimulate employees' Job involvement (Bakker & Demerouti, 
2007). Employees who perceive good developmental support are more likely to exhibit 
high levels of enthusiasm, concentration, and psychological investment in their work 
(Xanthopoulou et al., 2009). Job involvement, as a positive psychological state, not only 
promotes employees' initiative and performance but also has a significant positive impact 
on employee satisfaction (Morin et al., 2023; Törnroos et al., 2019). 
 
Moreover, existing research confirms that employees' positive evaluation of career 
development opportunities can directly enhance their satisfaction (Costen & Salazar, 
2011; Lee & Bruvold, 2003) and further strengthen satisfaction by stimulating Job 
involvement (Rhoades & Eisenberger, 2002). When enterprises provide employees with 
clear development paths, employees are more likely to feel organizational support and 
recognition, leading to higher satisfaction with the overall work environment. 
 
In summary, this study posits that career development, as an important job resource, not 
only enhances employee satisfaction but also plays a mediating role in the psychological 
pathway by boosting employees' Job involvement. Based on this, the following hypotheses 
are proposed: 
 
H7: Career development has a significant positive impact on employee satisfaction. 
 
H8: Career development has a significant positive impact on Job involvement. 
 
H9: Career development has a significant indirect impact on employee satisfaction 
through Job involvement. 
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2.4. The Impact of Job Involvement on Employee Satisfaction 
 
According to the Job Demands-Resources (JD-R) model, job resources can not only 
directly affect employee satisfaction but also indirectly generate positive effects by 
stimulating employees' Job involvement (Bakker & Demerouti, 2007). Job involvement 
refers to employees' psychological attachment and identification with their current work 
(Paullay et al., 1994), reflecting a psychological state concerning the importance of work 
value in personal life (Lawler & Hall, 1970). 
 
Existing research indicates that abundant job resources can effectively enhance 
employees' Job involvement (Hackett et al., 2001). High Job involvement not only 
stimulates employees' sustained effort (Diefendorff et al., 2002; Janssen, 2003) but also 
positively influences their psychological evaluation and satisfaction with the enterprise 
(Cavapozzi & Dal Bianco, 2021; Matagi et al., 2022). When employees place high value on 
the job resources provided by the enterprise, they are more likely to generate strong Job 
involvement and form higher satisfaction with their overall work experience (Frone, 
2000). 
 
H10: Job involvement has a significant positive impact on employee satisfaction. 
 
2.5. Theoretical Framework 
 
Based on the literature review and the hypothesis developed in this study, Figure 1 shows 
the theoretical framework employed in this study: 
 

Figure 1: Theoretical Framework 
 

 
 
3. Research Methods 

 
This study features a quantitative design utilizing survey methodologies. Quantitative 
research is employed to elucidate the connections between variables. Survey methods are 
techniques in quantitative research used to discern societal trends, beliefs, views, or 
individual attitudes. The purpose of employing survey methodologies in this context is to 
evaluate the correlation among interpersonal connections, career advancement, and 
incentives and benefits concerning employee happiness, with job engagement serving as 
a mediating variable. 

 
This study chose Chinese corporate as target population based on the following ideas. 
First, China is one of the world's largest emerging economies, and corporate organization 
structures and human resources management have made rapid changes over the past two 
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decades. Employee satisfaction, career development and mutual conditions are very 
relevant and research qualified (Wang et al., 2021). Second, China has some institutional 
functions in terms of compensation and profit systems, career development paths and 
relationships between the employee organization, which are quite different from mature 
western markets. Therefore, the testing of the relevant theoretical model in the Chinese 
context will help to expand cross -cultural approaches and enrich existing literature. 
Third, in this study, researchers were able to reach sample resources in this study and 
secured the scope of the questionnaire and representation of the sample. 

 
3.1. Sampling 
 
Data were published and collected online through the Wen Juan Xin platform using 
convenience sampling, a non-probability sampling method. Employees were invited to 
complete the questionnaire through social networks, industry exchange groups, alumni 
resources, and corporate HR forwarding in China company. All participants were 
explicitly informed that the survey was anonymous data would be used solely for 
academic research, participation was completely voluntary, and they could withdraw at 
any time. According to Hair Jr. et al (2021) recommendation for PLS-SEM models, if the 
model includes mediating paths and has a relatively large number of variables , the sample 
size should be no less than 150-200 to ensure statistical power (Power ≥ 0.80) and model 
stability. The sample size was also determined by GPower with a minimum sample size of 
138.PLS SEM can achieve high statistical power with small sample size. Therefore, the 
final sample of 256 valid responses not only meets the requirements for PLS-SEM analysis 
but is also conducive to subsequent mediation effect tests and path significance 
assessment, providing a solid data foundation. 
 
3.2. Data Analysis 
 
This study focused on measuring five latent variables: ES, Job involvement, Interpersonal 
Relationships, Career Development, and Salary and Welfare, comprising a total of 25 
measurement items. All items were sourced from validated mature scales used 
domestically and internationally, with some moderately revised according to the Chinese 
context to ensure clarity of expression and cultural appropriateness. The questionnaire 
used a 5-point Likert scale for measurement (1 = "Strongly Disagree", 5 = "Strongly 
Agree"), with higher values indicating greater agreement with the related statements. The 
ES variable was measured using 6 items, primarily referencing Homburg and Stock 
(2004) and Netemeyer et al. (2005) in their empirical research on the impact of 
salesperson satisfaction on customer satisfaction. Examples include: "I am generally 
satisfied with my job," "I would not consider working for another company," "I consider my 
current organization my first choice." The Job involvement variable included 4 items, 
referencing Schaufeli and Salanova (n.d.) on scale development for Job involvement and 
burnout, and the theoretical framework proposed by Bakker and Demerouti (2007) based 
on the JD-R model. Content involved statements like: “I am highly engaged in my work”,“I 
might continue working even without pay.” Interpersonal Relationships, as an important 
job resource in the organizational context, comprised 5 items, referencing Kao (2023) on 
the role of interpersonal resources in job performance and on interpersonal stress and 
satisfaction. Measurement content involved feelings about typical interpersonal 
interactions, such as: "I trust my colleagues," "Building connections with others alleviates 
work troubles." The Career Development variable contained 4 items, sourced from the 
career growth structure research proposed by Weng et al. (2010), Weng and McElroy 
(2012). Examples include: "My current job lays the foundation for my career goals," "My 
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current job provides good development opportunities." The Salary and Welfare variable 
included 6 items, reflecting employees' satisfaction with their unit's compensation 
system, fairness, incentive nature, and welfare policies. Items referenced Luo and Chui 
(2020) and Wang et al. (2021) on satisfaction and turnover intention among early-career 
stage employees, covering dimensions like: "I am satisfied with the company's salary 
increase opportunities," "Our unit's welfare system is fair." 
 
Partial Least Squares Structural Equation Modelling (PLS-SEM) was used to analyse the 
data. This method is good for evaluating mediation models with several latent variables 
and low sample sizes. We used SmartPLS 4 software to look at the measurement and 
structural models. We used Cronbach's alpha and composite reliability to check for 
reliability, and Average Variance Extracted (AVE), Fornell–Larcker criteria, and HTMT 
ratio to check for validity. We used bootstrapping to find path coefficients, t-statistics, and 
p-values to see if there were direct and indirect (mediated) impacts. Furthermore, 
Importance-Performance Map Analysis (IPMA) was employed to yield pragmatic insights 
into the key areas for improving employee happiness. We used Partial Least Squares 
Structural Equation Modelling (PLS-SEM) to analyse the data. This method is good for 
evaluating mediation models with several latent variables and smaller sample numbers. 
We used SmartPLS 4 software to look at the measurement and structural models. We used 
Cronbach's alpha and composite reliability to check for reliability, and Average Variance 
Extracted (AVE), Fornell–Larcker criteria, and HTMT ratio to check for validity. We used 
bootstrapping to find path coefficients, t-statistics, and p-values to see if there were direct 
and indirect (mediated) impacts. Furthermore, Importance-Performance Map Analysis 
(IPMA) was employed to offer pragmatic insights into the key sectors for improving 
employee happiness. 
 
3.3. Ethical Considerations 
 
Ethical standards were strictly followed throughout the study. Informed consent was 
obtained from all participants before completing the questionnaire on first page of 
questionnaire before they procced with the questionnaires thus the ethical standard has 
been approved. Respondents were assured that participation was voluntary, responses 
were anonymous, and they could withdraw at any point without penalty. Data were 
collected and used solely for academic purposes, in line with the principles of the 
Declaration of Helsinki. 
 
4. Results 
 
4.1. Demographic profile 
 
A total of 256 valid questionnaires were distributed and successfully collected. There 
were no missing data or abnormal response records, and the overall response time fell 
within a reasonable range. In the sample, males accounted for 50.8% and females for 
49.2%. In terms of educational background, 66.8% had a college degree or higher. In 
terms of job positions, management, technical, and skilled positions accounted for 16.8%, 
37.1%, and 46.1% respectively. Table 1 shows the demographic profile of the respondent:  
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Table 1: Demographic profile of the respondent 
 

Category Sub-Category Frequency Percentage 

Gender Male 130 50.8% 

 Female 126 49.2% 

Age range under 20 51 19.9% 

 21-30 82 32.0% 

 31-40 58 22.7% 

 41-50 36 14.1% 

 Above 51 29 11.3% 

Educational level Below high school 85 33.2% 

 Junior College 43 16.8% 

 Bachelor 100 39.1% 

 above Master 28 10.9% 

Working role 
Management 
position 

43 16.8% 

 Technical position 95 37.1% 

 Skilled position 118 46.1% 

Years of working Under 1 85 33.2% 

 1-3 73 28.5% 

 4-5 56 21.9% 

 6-7 24 9.4% 

 Above 8 18 7.0% 

 
4.2. Reliability and Validity of the measurement model 
 
Outer loadings and Average Variance Extracted (AVE) values explain the validity of each 
indicator. Outer loading values ≥ 0.4-0.7 and AVE values ≥ 0.5 are considered valid 
research indicators (Hair et al., 2017). Convergent validity measurements must be valid 
to proceed with further analysis. Results showed that the outer loadings of all latent 
variables ranged from 0.753 to 0.873, significantly higher than the recommended 
standard of 0.7, indicating that each measurement item had good explanatory power for 
its respective latent variables. Furthermore, the AVE for all latent variables exceeded the 
standard threshold of 0.5 (CD=0.682, ES=0.654, IR=0.609, JI=0.696, SAW=0.633), 
demonstrating good convergent validity of the scales, with no need to remove items. 
 
Regarding reliability analysis, Cronbach's Alpha values for all latent variables ranged from 
0.839 to 0.894, and Composite Reliability (rho_c) was also above 0.88, indicating the 
measurement instruments were highly reliable in terms of internal consistency. See Table 
2 for specifics. 
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Table 2: Reliability and Validity of the measurement model (reliability and convergent 
validity). 

 

Construct Item Factor 
Loadings 

Alpha CR AVE 

Interpersonal relationships 
(IR) 

IR1 0.753 

0.839 0.886 0.609 
 IR2 0.777 

 IR3 0.791 

 IR4 0.763 

 IR5 0.815 

Salary and welfare (SAW) SAW1 0.780 

0.885 0.912 0.633 

 SAW2 0.821 

 SAW3 0.761 

 SAW4 0.782 

 SAW5 0.844 

Career development (CD) CD1 0.833 

0.846 0.896 0.682 
 CD2 0.837 

 CD3 0.773 

 CD4 0.859 

Job involvement (JI) JI1 0.847 

0.855 0.902 0.696 
 JI2 0.841 

 JI3 0.815 

 JI4 0.835 

Employee satisfaction (ES) ES1 0.786 

0.894 0.919 0.654 

 ES2 0.791 

 ES3 0.780 

 ES4 0.838 

 ES5 0.873 

 ES6 0.778 

 
Additionally, discriminant validity was verified using the Fornell-Larcker criterion. The 
square root of the AVE for each construct was higher than its correlation coefficients with 
other constructs, further confirming the distinctiveness between constructs. The model 
possesses sufficient statistical validity at the measurement level. Discriminant validity 
was also validated using the Heterotrait-Monotrait (HTMT) ratio (Henseler et al., 2016). 
Using the strictest HTMT standard of 0.85, all values were below 0.90 and 0.85, see Table 
3. 
 
At the structural model level, this study focused on examining path relationships and 
explanatory power among latent variables. Results showed that the R² for Employee 
Satisfaction (ES) was 0.402, and the adjusted R² was 0.392, indicating that the explanatory 
variables in the model (CD, IR, SAW, JI) collectively explained approximately 40% of the 
variance in satisfaction, representing a moderate level of explanatory power. The R² for 
Job involvement (JI) was 0.235, adjusted to 0.225, indicating that the three job resource 
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variables explained 23% of the variance in employee engagement, also demonstrating a 
certain level of predictive ability. 
 

Table 3: Validity discriminant (Fornell--Larcker criterion). 
 

 CD ES IR JI SAW 

CD 0.826     

ES 0.390 0.809    

IR 0.206 0.369 0.780   

JI 0.385 0.545 0.301 0.835  

SAW 0.254 0.379 0.221 0.315 0.796 

 
Overall, the model constructed in this study not only exhibits good reliability and validity 
at the measurement level but also shows clear causal logic at the structural path level, 
providing solid empirical support for further exploring how job resources affect 
satisfaction through employee engagement. 
 
4.3. Hypothesis Testing 
 
4.3.1. Direct Effect Test 
 
This study proposed nine path hypotheses. The relevant test results are shown in Table 
4. Analysis of the Interpersonal Relationships (IR) paths showed a significant direct 
impact on ESemployee satisfaction (ES) (β = 0.256, t = 4.519, p < 0.001), supporting 
Hypothesis H1; it also had a positive effect on Job involvement (β = 0.197, t = 2.975, p = 
0.003), supporting Hypothesis H2. 
 
For the Salary and Welfare (SAW) paths, analysis results indicated a significant positive 
impact on employee satisfaction (β = 0.254, t = 4.041, p < 0.001), validating Hypothesis 
H4; simultaneously, SAW also had a significant impact on Job involvement (β = 0.196, t = 
3.272, p = 0.001), supporting H5. 
 
Regarding Career Development (CD), it had a significant positive impact on employee 
satisfaction (β = 0.273, t = 4.618, p < 0.001), validating Hypothesis H7; simultaneously, 
Career Development (CD) also had a significant positive effect on Job involvement (JI) (β 
= 0.295, t = 4.862, p < 0.001), supporting Hypothesis H8. 
 
Furthermore, the direct path effect of Job involvement (JI) on ES was the most significant 
(β = 0.370, t = 5.815, p < 0.001), validating Hypothesis H10. 
 
Figure 2 shows the results of hypothesis testing using path coefficient values, p-values, 
and t-statistics. The strength of the relationship between variables is assessed by the path 
coefficient value, where values closer to +1 indicate a stronger relationship (Hair et al., 
2017). The p-value indicates acceptance or rejection of the proposed hypothesis. 
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Table 4: Structural equation model validation results 
 

H 
Relationshi
p 

Original 
Sample 
(O) 

Sample 
Mean 
(M) 

Standar
d 
Deviatio
n 
(STDEV) 

T Statistics 
(|O/STDEV|
) 

P 
Value
s 

Hypothesis 

H1 IR -> ES 0.256 0.260 0.058 4.452 0.000 supported 

H2 IR -> JI 0.197 0.199 0.066 2.970 0.003 supported 

H4 SAW -> ES 0.254 0.258 0.064 3.988 0.000 supported 

H5 SAW -> JI 0.196 0.201 0.060 3.286 0.001 supported 

H7 CD -> ES 0.273 0.273 0.059 4.658 0.000 supported 

H8 CD -> JI 0.295 0.297 0.061 4.819 0.000 supported 

H10 JI -> ES 0.370 0.368 0.064 5.792 0.000 supported 

 
 

Figure 2: Structural model. 
 

 
 
4.3.2. Mediation Effect Test 
 
To further explore the mechanism of Job involvement (JI) between various job resources 
and employee satisfaction, mediation path analysis was conducted. Results in Table 5 
show that all three mediation paths reached significant levels, indicating that Job 
involvement played a partial mediating role in the process by which different job 
resources affect employee satisfaction. 
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Specifically, the mediating effect of Interpersonal Relationships (IR) → Job 
involvement(JI) → employee satisfaction (ES) was also significant (β = 0.073, t = 2.603, p 
= 0.009), supporting Hypothesis H3. This suggests that in a good interpersonal 
atmosphere, employees are more willing to engage actively in work, thereby enhancing 
satisfaction. The indirect path of Salary and Welfare (SAW) → Job involvement → 
employee satisfaction was also significant (β = 0.073, t = 2.773, p = 0.006), validating 
Hypothesis H6. This indicates that the fairness and incentive nature of compensation not 
only directly affect ES but also function indirectly by enhancing Job involvement. Career 
Development (CD) indirectly affected ES through Job involvement, with a path coefficient 
of β = 0.109, t = 3.473, p = 0.001, validating Hypothesis H9. This shows that when 
employees perceive career growth space, they are more likely to invest emotions and 
energy in their work, thereby enhancing their satisfaction level. 
 
In conclusion, Job involvement plays a positive mediating bridge role between the three 
core job resources and ES, further confirming the theoretical validity of the "Resource → 
Motivation → Attitude" path in the JD-R model. 

 
Table 5: The mediation effects test analysis results. 

 

H Relationship Original 
Sample 
(O) 

Sampl
e Mean 
(M) 

Standard 
Deviatio
n 
(STDEV) 

T 
Statistic
s 
(|O/STD
EV|) 

P 
Values 

Hypothesi
s 

H3 IR -> JI -> ES 0.073 0.073 0.028 2.590 0.010 supported 

H6 SAW -> JI -> ES 0.073 0.074 0.026 2.785 0.005 supported 

H9 CD -> JI -> ES 0.109 0.110 0.031 3.488 0.000 supported 

 
4.4. Importance-performance map analysis 
 
Table 6 presents the results of the Importance-Performance Map Analysis (IPMA), used 
to further assess the impact of each variable on ES considering performance levels (Hair 
et al., 2022). Results show that Job involvement (JI) had the greatest impact on satisfaction 
(Importance = 0.370), but its performance score was relatively low (61.406). This 
indicates that although its effect is significant, there is still room for improvement in its 
actual performance.  
 
The important scores for Interpersonal Relationships (IR) and Salary and Welfare (SAW) 
were 0.256 and 0.254 respectively, with higher performance scores (73.399 and 70.593 
respectively), indicating these two factors perform well in the current organization. 
Career Development (CD) had an importance of 0.273 and performance of 66.903, 
showing its influence cannot be ignored but also has potential for further optimization. 
Overall, the results suggest organizations should prioritize enhancing employee Job 
involvement while consolidating the advantages of interpersonal relationships and Salary 
and Welfare. 
 
 
 
 
 
 



Malaysian Journal of Social Sciences and Humanities (MJSSH) (e-ISSN : 2504-8562) 

© 2025 by the authors. Published by Secholian Publication. This article is licensed under a Creative 
Commons Attribution 4.0 International License (CC BY). 

14 

Table 6: Importance-Performance Map Analysis (IPMA) result. 
 

Latent variables Total effects (Importance) Index value (Performance) 

CD 0.273 66.903 

IR 0.256 73.399 

JI 0.370 61.406 

SAW 0.254 70.593 

 
5. Discussion 
 
The primary objective of this study was to explore how job resources affect employee 
satisfaction (ES) and to further analyze the role of mediating played by Job involvement. 
Specifically, the research focused on two core questions: first, whether Job involvement 
significantly influences employees' perception and evaluation of job resources; second, 
whether employees' satisfaction with job resources mediates the relationship between 
Job involvement and job satisfaction. Based on this logical pathway, a corresponding 
structural model was constructed and empirically tested. 
 
From the empirical results, the first hypothesis received significant support.The results 
indicate that Job involvement not only directly affects ES (β = 0.370, p < 0.001) but is also 
closely related to employees' positive cognition of job resources. Specifically, whether it's 
career development, interpersonal relationships, or Salary and Welfare, all can further 
enhance employees' perception of satisfaction by stimulating their engaged behavior at 
work. This result is highly consistent with the mechanism of "engagement stimulates 
effort" emphasized by Schön Persson et al. (2018), reflecting that when employees 
perceive positive resources provided by the organization, they tend to invest more 
emotion and energy into their work. This engagement is not only an attitudinal response 
but also reflects the role of the “psychological contract” (Robinson & Wolfe Morrison, 
2000), meaning that when employees perceive their efforts and organizational support as 
reciprocal, they are more willing to commit and contribute continuously. 
 
The findings also validated the second hypothesis, namely the mediating role of Job 
involvement on employee satisfaction. Analysis results showed that all three indirect 
paths reached significant levels: Career Development (β = 0.109, p = 0.001), Interpersonal 
Relationships (β = 0.073, p = 0.009), and Salary and Welfare (β = 0.073, p = 0.006) all 
exerted an indirect influence on employee satisfaction through Job involvement. This 
indicates that job resources not only have a direct effect but can also enhance satisfaction 
by stimulating employees' sense of engagement. This mechanism aligns with the 
"Resource → Motivation → Attitude" pathway assumption in the JD-R model. 
Furthermore, it suggests that employees' perception of job resources is not merely a 
feedback reaction to "benefits" but is more about their psychological feelings regarding 
self-growth, value realization, and role identification within the organization. 
 
Although the mediating effects were significant, their strength was relatively limited. This 
indicates that while Job involvement is important, it is not the sole mechanism through 
which resources influence satisfaction. It also implies that employees may consider other 
dimensions such as fairness, sense of achievement, or organizational belonging when 
judging satisfaction. This finding is consistent with Wirawan et al (2020) view that 
satisfaction is not fully mediated, emphasizing the irreplaceability and multi-dimensional 
influence of the resources themselves. 
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6. Conclusion 
 
Grounded in the Job Demands–Resources (JD-R) model, this study examined how 
interpersonal relationships, compensation and benefits, and career development 
influence employee satisfaction, both directly and indirectly, through the mediating role 
of job involvement. By incorporating job involvement as a motivational mechanism, the 
study constructed and validated a three-stage pathway of “Resources → Motivation → 
Satisfaction,” thereby extending the explanatory boundary of the JD-R model in the 
Chinese organizational context. 
 
The findings underscore that employee satisfaction is not simply the result of material 
resource allocation but also depends on employees’ subjective engagement and 
identification with their work. In line with Psychological Contract Theory, satisfaction is 
shaped by employees’ emotional investment and sense of reciprocity rather than resource 
provision alone. Job involvement thus emerges as an active behavioral mechanism that 
bridges job resources and satisfaction, offering a fresh perspective to prior research that 
treated involvement as a mere outcome variable. 
 
From a practical standpoint, the results suggest that human resource management should 
move beyond static resource allocation towards dynamic activation. Interpersonal 
relationships, compensation, and career development each contributed to enhancing 
employee satisfaction, but their impact was amplified when employees reported higher 
levels of job involvement. Notably, importance–performance analysis indicated that while 
job involvement exerted the strongest effect, its performance level lagged, signaling a 
critical area for managerial attention. Organizations are therefore encouraged to design 
growth opportunities, strengthen feedback mechanisms, and foster cultural resonance 
that stimulate engagement, rather than relying solely on material incentives. 
 
Despite its contributions, the study is subject to several limitations. The reliance on self-
report, cross-sectional data restricts the ability to infer causal dynamics, highlighting the 
need for longitudinal or multi-source designs in future research. Additionally, the model 
emphasized core job resources but did not account for potential moderators such as 
organizational culture, job demands, or leadership style, which may alter resource–
satisfaction linkages. Furthermore, the sampling was limited to employees in China, and 
future studies should employ cross-regional and cross-industry comparisons to test the 
model’s broader applicability. 
 
Overall, this study contributes to organizational behavior literature by demonstrating 
that the pathway from job resources to satisfaction is contingent upon employees’ 
motivational states. It reinforces the importance of job involvement as a psychological 
driver of satisfaction and offers actionable insights for managers seeking to build 
sustainable employee well-being and organizational performance. 
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