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Abstract: Background: Township cadres, considered as basic executors of state policy, play an
important role in Chinese society. Their job satisfaction is a vital issue for township management,
but there are few studies on this topic in China. The goal of this study is to analyze the relationship
between occupational stress and job satisfaction, and to further examine whether psychological
capital (PsyCap) can serve as a mediator between stress and job satisfaction in Chinese township
cadres. Methods: A cross-sectional survey was carried out during the period of from October 2015 to
January 2016 in Liaoning Province of China. The questionnaires, which consisted of an effort-reward
imbalance scale, Minnesota Satisfaction Questionnaire (MSQ) for job satisfaction, and the psychological
capital questionnaire (PCQ-24), as well as questions about demographic characteristics, were
distributed to 1800 township cadres and complete responses were received from 1525 participants.
Structural equation modeling was used to examine the role that psychological capital played in
mediating between occupational stress and job satisfaction. Results: In the present study, effort-
reward ratio (ERR=11 x effort/6 x reward) was negatively associated with job satisfaction (r =-0.372,
p <0.001), whereas psychological capital was positively associated with job satisfaction in township
cadres (r = 0.587, p < 0.001) from a specific province in China. Psychological capital is a mediator
between the association of job stress and job satisfaction. Conclusions: Psychological capital partially
mediated the relationship between job stress and job satisfaction among Chinese township cadres.
Interventions to improve Chinese township cadres’ job satisfaction should be developed in the
future, especially the enhancement of PsyCap. Interventions need to be verified in further cohort
studies. At present, we are only proposing a theoretical model. Intervention effects need to be
validated in further cohort studies.
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1. Introduction

In China, the government comprises the following components: central, provincial (autonomous
regions and municipalities directly under the central government), prefecture-level cities (districts),
county, and townships. Township governments constitute the basic state administrative organization
and area critical bridge between the state and the people. It is generally believed that township cadres,
regarded as basic executors of state policy, play an important role in society. Their job performance
directly influences the effectiveness of party and government policies, the perceived public
reputation of the government, the country’s economic development, and the advancement of socialist
modernization [1]. The work of civil servants can improve the competitiveness and overall strength
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of the country. Previous research has shown that the job satisfaction of civil servants directly affects
their government performance levels [2].

Occupational stress usually refers to physical and mental health pressures, and body function
disorders, due to the imbalance between staff ability and their objective demands [3]. Some scholars
utilize an effort-reward imbalance model (ERI) to assess occupational stress. This model focuses on
the reciprocity of extrinsic and intrinsic effort with reward [4]. Studies have reported that an effort-
reward imbalance, along with overcommitment, significantly predicts negative outcomes, such as
mental disorders, immune system dysfunction, and low job satisfaction, in a variety of professions
[5-7]. Previous studies have shown that leading township cadres suffered from increased mental
health problems, high stress and anxiety due to increasing workload, high social expectations, low
political treatment, slow career development, low economic outcomes, combined with a monotonous
life, child rearing and health pressures [8-10]. Moreover, one study revealed that 87.5% of township
cadres experienced some extent of anxiety and psychological distress [11]. Empirical studies have
found that occupational stress negatively predicts levels of job satisfaction [12,13]. However, as far as
we know, no study has explored the relationship between occupational stress and job satisfaction
among township cadres in China.

Job satisfaction can be defined as a subjective feeling of how well one’s needs are being met by
their job, or as “the extent to which people like their jobs” [14]. Job satisfaction is influenced by
culture, individual factors, and organizational environment. Meanwhile, job satisfaction reflects one’s
satisfaction with the organization to a certain extent; that is, if an individual is satisfied with the
organization, he or she might exhibit increased performance [14]. In America, a recent study found
that improved job satisfaction can increase staff awareness of unit performance [15]. Similarly, in
China, investigators have reported that job satisfaction may represent an appropriate indicator of
employee productivity and commitment to an organization [16,17]. In a study from England that
included multiple occupations, a lower level of job satisfaction was found to be associated with
increased staff turnover. Turnover results in inferior job performance and negatively impacts quality
of care for residents [18]. Therefore, examining job satisfaction can not only increase the ability of
reformation, but it can also improve job-related behaviors, job performance, turnover reduction, and
absenteeism [19,20]. In China, empirical studies have shown that township cadres are put under
comprehensive pressure that includes substantial work-related responsibilities and poor working
environment, which can contribute to mental health problems and job stress [10,21]. Studies show
that working environment, reward, and anxiety are all associated with job satisfaction among
township cadres [22,23]. Moreover, studies in various populations suggest that job satisfaction is
associated with burnout, rewards, work-related stress and social anxiety [24-26].

A previous study has attempted to identify positive resources, such as psychological capital
(PsyCap), for combating occupational stress [7]. PsyCap is recognized as a condition of positive
psychological capacities that include self-efficacy, hope, optimism, and resilience, which can be
measured, developed, and changed with various outcomes [27]. In other words, individuals with
high PsyCap values can effectively deal with problems, anticipate good results, recover quickly from
frustration, and confront negative situations with a better attitude. The positive effects of PsyCap
have been explored in various occupations, such as nursing, teaching and law enforcement [28-30].
Studies have also demonstrated a positive correlation between job performance and satisfaction, a
feeling of well-being, and PsyCap [27,31,32]. In addition, the function of PsyCap as a mediator has
attracted the attention of many researchers in various fields, including medicine and education. For
instance, a study reported that PsyCap functioned as a mediator between work-family and burnout
among female Chinese nurses [33]. Wang and colleagues also suggested that PsyCap mediates the
relationship between job satisfaction and performance [31]. The findings of Lu et al. demonstrate that
PsyCap mediates the relationship between the imbalance of effort-reward and job satisfaction among
Chinese police [7]. In the current social environment, it is very difficult to improve job satisfaction via
changing the situation of occupational stress completely. Therefore, we hypothesize that PsyCap
might play a role in mediating the relationship between occupational stress and job satisfaction
among Chinese township leaders. Up to this point, this hypothesis has not been investigated.
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Our study aimed to assess job satisfaction among Chinese township cadres and to explore the
association between occupational stress, job satisfaction and PsyCap. Meanwhile, the role of PsyCap
in mediating the associations between job satisfaction and occupational stress was also examined.

2. Methods

2.1. Study Design and Sample

A cross-sectional survey was conducted from October 2015 to January 2016 on a population of
township cadres in Liaoning Province of China. Given the geographic division and economic
development in Liaoning Province, it was divided into four regions (western, southern, northern,
eastern). One city was randomly selected from each geographic region. Ten townships were
randomly selected within each sampled city. If the sampled city was a megalopolis, three additional
townships were randomly selected. As a result, a total of 46 townships and 1800 township cadres
were recruited for this study. After written informed consent was obtained to conduct this study, a
set of self-administered questionnaires was distributed to the township cadres, which were
completed anonymously. Eventually, a pool of 1525 participants (effective response rate: 84.72%, 316
in eastern, 451 in southern, 345 in western, 413 in northern) became the potential study sample. The
study was approved by the Ethics Committee of Jin Zhou Medical University, and the study
procedures were in accordance with ethical standards.

2.2. Demographic Characteristics

Information on gender, age, educational level, marital status, monthly income and years of
service in the township public institution were collected in this study.

2.3. Measurement of Job Satisfaction

Job satisfaction was measured using a shorter Chinese version of the Minnesota Satisfaction
Questionnaire (MSQ) [34]. This version is a 20-item short form with each item scored on a 5-point
Likert scale ranging from 1 (very dissatisfied) to 5 (very satisfied) and it included three dimensions:
intrinsic job satisfaction, extrinsic job satisfaction, and general job satisfaction. Intrinsic job satisfaction
includes 12 items that covers activity, ability utilization, achievement, and so forth. Extrinsic job
satisfaction includes six items that refer to supervisor-human relations, compensation, company
policies, compensation, and so forth. Higher scores reflect a higher level of job satisfaction. Overall
satisfaction is demonstrated by the total score of all 20 items, which ranges from 20 to 100. A score of
60 indicates a neutral attitude, a score ranging from 61 to 79 suggests moderate satisfaction, and a
score of 80 indicates high satisfaction [35]. The Cronbach’s alpha coefficients for the overall job
satisfaction, intrinsic job satisfaction and extrinsic job satisfaction subscales were 0.928, 0.899, and
0.836, respectively.

2.4. Measurement of Occupational Stress

The effort-reward imbalance (ERI) model was used to assess the level of occupational stress
among township cadres. The Chinese version of the ERI has been widely used with good reliability
in China [36]. The 23-item ERI questionnaire consists of three dimensions, including extrinsic effort
(six items), reward (11 items), and overcommitment (six items). The effort and reward were measured
using two steps: first, participants must agree or disagree to the attitude of their work conditions
described in the item; and second, if they choose the answer “disagree” regarding their work
conditions, they then have to describe the degree to which they feel distressed. The response to
questions that address effort and reward were scored on a five-point scale (ranging from 1 = not
stressful to 5 = very stressful). Overcommitment was scaled from 1 to 4, in which 1 indicates strong
disagreementand 4 indicates strong agreement, with higher scores indicating increasing
overcommitment to work. The extent of job stress (the ERI scale) can be expressed by the effort-
reward ratio (ERR) and overcommitment, respectively. The ERR was calculated using the following
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equation: ERR= 11 x effort/6 x reward. If the ERR value is >1.0, it shows that amount of effort is not
rewarded adequately. In this study, the Cronbach’s alpha coefficients for the effort, reward, and
overcommitment subscales were 0.879, 0.814, and 0.753, respectively.

2.5. Measurement of Psychological Capital (PsyCap)

PsyCap was measured using the 24-item Chinese version of the Psychological Capital
Questionnaire (PCQ-24), which was developed by Luthans, and has subsequently been validated
with respect to reliability and validity in multiple samples [37]. It consists of four dimensions: self-
efficacy, hope, resilience, and optimism. Each of the items are scored on a 6-point Likert-type scale in
which 1 indicates strong disagreement and 6 indicates strong agreement, with higher values
indicating higher levels of PsyCap. The Cronbach’s alpha coefficients of self-efficacy, hope, resilience,
and optimism were 0.910, 0.884, 0.765, and 0.868, respectively.

2.6. Statistical Analysis

Data analyses were conducted using SPSS 17.0 (SPSS China Corp., Shanghai, China) and Amos
6.0 (SPSS Inc., Chicago, IL, USA). ALL statistical tests were two-sided and the significance level was
set at p < 0.05. Pearson’s correlation was used to examine correlations among job satisfaction,
occupational stress and PsyCap. Hierarchical linear regression analysis (HLR) was calculated to
explore the association among variables in relation to job satisfaction by building progressive models.
Job satisfaction of Chinese township cadres was used as a dependent variable. The independent
variables were entered in three steps. In step 1, the demographic characteristics of age, years of service,
duties, gender, marital status, education, and monthly income were controlled as additional
independent variables; in step 2, dimensions of occupational stress were added; and in step 3, PsyCap
was added.

Moreover, structural equation modeling (SEM), was employed to further verify hypothetical
relationships based on the result of HLR among the dimensions of job stress, job satisfaction, and
PsyCap. SEM with latent variables was considered a more effective statistical technique than multiple
regression analysis when multiple variables are acting on an outcome and interacting with each other
at the same time, thus providing greater insight into direct and indirect effects [38]. According to the
HLR, and related research results, a hypothetical model was developed as shown in Figure 1. To
determine whether the proposed model shows a good fit to the data, x>chi-square analysis (x%/df <5),
the root mean square error of approximation (RMSEA) < 0.08, goodness of fit index (GFI) > 0.90,
comparative fit index (CFI), and Tucker-Lewis index (TLI) > 0.90 were utilized.

In addition, bootstrapping was performed to confirm the mediation effect. Based on a related
study, bootstrapping, which involves repeatedly sampling from the data set and examines the
indirect effect in each resampled data set, is an increasingly effective non-parametric method of
testing the mediation effect [39]. It can calculate a bias-corrected 95% confidence interval and 95%
confidence interval (95%CI) for each a x b product for each independent variable. If 95%CI excludes
0, it indicates that the mediating role is statistically significant. The bootstrap estimate was based on
2000 bootstrap samples in this study.
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Figure 1. The structural equation model on the relationships between occupational stress, Job
Satisfaction and Psychological Capital (PsyCap) among whole sample. e1-e10: the measurement error
of each observed variable to estimate latent variable. ell-el2: the residual that may affect the
endogenous latent variables except the exogenous latent variables.

3. Results

3.1. Demographic Characteristics

Demographic characteristics of the subjects and the distributions of job satisfaction in categorical
variables are shown in Table 1. In this study, the age of participants ranged from 19 to 64 (37.46 +
9.32). The mean score of job satisfaction among the township cadres population was 71.21 + 12.98.

Table 1. Demographic characteristics of sample and distributions of job satisfaction (N = 1525).

Variable N (%) Job Satisfaction Mean (SD)
Gender
Males 692 (45.38) 71.67 (0.52)
Females 833 (54.62) 70.82(0.43)
Age
<30 389 (25.51) 71.15 (0.67)
30~40 579 (37.97) 70.79 (0.54)
>40 557 (36.52) 71.69 (0.55)
Marital status
Single 291 (19.08) 70.58 (0.79)
Married/cohabitation 1163 (76.26) 71.06 (0.37)
Divorced/segregated/widow 71 (4.66) 76.15 (1.78)
Education
College or above 763 (50.05) 71.52 (0.48)
Junior college 538 (35.29) 71.53 (0.56)
Senior high school 175 (11.48) 69.15 (0.89)
Middle school or under 49 (3.21) 70.14 (1.61)
Duties

Senior management 20 (1.31) 73.35 (2.97)
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Middle management 191 (12.52) 73.73 (0.87)
Grass-roots management 411 (26.95) 72.33 (0.67)
Ordinary employee 820 (53.77) 70.17 (0.45)
Other 83 (5.44) 69.54 (1.36)
Monthly income

<1500 143 (9.38) 68.53 (1.03)
1501-2500 443 (29.05) 69.86 (0.61)
2501-3500 678 (44.46) 71.95 (0.49)
23500 261 (17.11) 73.05 (0.81)

Years of service in township
<3 213 (13.97) 70.80 (0.96)
3~ 287 (18.82) 71.18 (0.79)
6~ 325 (21.31) 71.36(0.69)
10~ 700 (45.90) 71.28 (0.48)

3.2. Correlations between Occupational Stress, PsyCap and Job Satisfaction

The results of the Pearson correlation analyses are shown in Table 2. All dimensions of
occupational stress were negatively related to intrinsic, extrinsic, and overall job satisfaction. While
ERR was negatively correlated with PsyCap; PsyCap was positively related to intrinsic and extrinsic
job satisfaction.

Table 2. Correlation between occupational stress, PsyCap and job satisfaction.

Variable Mean SD 1 2 3 4 5 6
1. ERR 0.71 0.34 1
2. Overcommitment 15.01 2.75 0.194 ** 1
3. PsyCap 101.75 18.13 -0.319*  0.121** 1
4. Intrinsic job satisfaction 42.83 8.06 -0.346* -0.053*  0.593 ** 1
5. Extrinsic job satisfaction 21.04 4.61 -0.332 ** -0.015 0.457 **  0.678 ** 1
6. Over job satisfaction 71.21 1298 -0.372*  -0.045* 0.587*  0.942** 0.871* 1

Notes: ERR: effort/reward ratio; PsyCap: psychological capital; * p < 0.05; ** p < 0.001.

3.3. Associations between Occupational Stress, PsyCap and Job Satisfaction

The data were further employed for hierarchical regression analyses using job satisfaction as the
explained variable, where the occupational stress and PsyCap were taken as principal predictors.

The result of hierarchical regression of job satisfaction is presented in Table 3. Each step of the
independent variables made a significant contribution to variance in job satisfaction. While the
demographic factors of gender, age, educational level, marital status, duties, Years of service in
township, and average monthly income contributed to 1.70% of the variance in job satisfaction in step
1, the dimensions of occupational stress accounted for 14.0% of the variance in job satisfaction in step 2.
It also demonstrated that ERR (3 = -0.385, p <0.001) and overcommitment (f =-0.109, p < 0.001) can
predict negative job satisfaction after controlling for demographic characters. Step 3, which was
established on the basis of step 2 with PsyCap added, showed that the effect of PsyCap on job
satisfaction was positive and significant (f = 0.520, p < 0.001), accounting for an additional 24.8% in
the variance of job satisfaction. It also showed that ERR ( =-0.205, p <0.001) and PsyCap (3 =-0.520,
p < 0.001) were identified as significant direct predictors of job satisfaction under the control of
demographic variables.

Table 3. The hierarchical linear regression analysis for job satisfaction in the total population

Job Satisfaction
Step1(B) Step2(B) Step3(B)
Gender -0.010 -0.001 0.009
Age 0.007 0.001 -0.010

Variables
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Marital status 1

.011 . 0.
(Single vs Married/Cohabitation) 0.0 0.009 0.003
Marital status 2 . .
(Divorced/Widow/Separated vs. Married/Cohabitation) 0.086 0.063 0.049
Monthly income 1 .
(1500 vs >3500) 0.037 0.056 0.066
Monthly income 2

d11%* . * .082 *

(1501-2500 vs >3500) 0 0.095 0.08
Monthly income 3 . .
(2501-3500 vs >3500) 0.106 0.093 0.076
Education
(Senior high school vs Middle school or under) ~0.019 ~0.045 0045
Education 2

.037 -0.027 -0.082
(Junior college vs Middle school or under ) 0.03 0.0 0.08
Education 3

. -0.02 -0.101
(college or above vs Middle school or under) 0.035 0.029 0.10
Dutles 1 0.022 0.005 0.059
(Senior management vs Other)
Duties 2
(Middle management vs Other) 0.020 ~0.015 0.041
Duties 3 0076  -0.061 0.005
(Grass-roots management vs Other)
Duties 4 0034  -0055  -0.019
(Ordinary employee vs Other )
Years of service in township 1 ~0.023 0013 0.012
(<3vs>10)
Years of service in township 2

-0.041 -0. .01

(3-6 vs >10) 0.0 0.005 0.019
Years of service in township 3
(6-10 vs >10) 0.087 0.063 0.035
ERR -0.385**  —0.205 **
Overcommitment -0.109 ** -0.010
PsyCap 0.520 **
F 2.542 ** 15.937 **  49.263 **
Adjusted R? 0.017 0.157 0.388
AR2 0.140 0.248

Notes: ERR: effort/reward ratio; PsyCap: psychological capital; * p < 0.05; ** p <0.001 (two-tailed).

3.4. The Mediating Role of PsyCap in the Relationship between Occupational Stress and Job Satisfaction

Results of the SEM to verify the mediating role of PsyCap are presented in Figure 1. The data
fail to support the proposed model using such evaluation indexes as x?/df =7.85, GFI = 0.966, NFI =
0.955, IFI = 0.960, CFI = 0.960, TLI = 0.942, and RMSEA = 0.072. To develop a better-fitting model,
several pairs of error terms were specifically correlated according to the modification indexes. As a
result, the final model shows a good fit of data x2/df = 4.745, GFI = 0.983, NFI = 0.977, IF1 = 0.982, CFI
=0.982, TLI=0.972, and RMSEA = 0.050.

In the structural path model, occupational stress had a direct and significant effect on PsyCap (r
=-0.54, p <0.001) and job satisfaction(r = -0.28, p < 0.001), and PsyCaphad significant and direct effect
on job satisfaction(r = 0.54, p < 0.001). Moreover, there still was significant and indirect effect (r =
-0.293, p < 0.001) of occupational stress on job satisfaction with psychological capital as a mediator.

In addition, bootstrapping was performed to confirm the mediation effect. The method of
bootstrapping is an increasingly popular non-parametric method for testing the mediation effect [40]
that involves repeated sampling from the data set and estimates of the indirect effect in each
resampled data set. Bootstrapping estimates the confidence interval (CI) for the mediation effect
under most conditions. As shown in Table 4, for each independent variable, the 95%CI (—0.249, —0.341)
and bias-corrected 95%CI (—0.250, —0.342) of the medjiating effect (a x b product) all excluded 0, which
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indicated that the mediating role of PsyCap was statistically significant. We also calculated that the
total effect of occupational stress on job satisfaction was 57.0% and the indirect effect accounted for
51.40% of the total effect. The bootstrap estimate presented in our study was based upon 2000
bootstrap samples (Table 4).

Table 4. Mediating role of PsyCap on the associations between occupational stress and job satisfaction.

Bootstrap
Variables Estimates Bias-Corrected 95%CI
Lower Bounds Upper Bounds
Occupational stress—Job satisfaction (Total effects) -0.570 -0.500 -0.645
Occupational stress—Job satisfaction (Indirect effects) -0.293 -0.250 —-0.342
Occupational stress—Job satisfaction (Direct effects) -0.277 -0.192 -0.366

4. Discussion

Many scholars have explored the job satisfaction of professional staff, such as behavior and other
occupational phenomena, in many professions, including teaching, medicine, law enforcement, and
so forth [7,41]. The current study is one of the few to investigate job satisfaction among Chinese
township cadres, and to examine the correlation between occupational stress and job satisfaction, and
it is the first study to explore the mediating role of PsyCap in these relationships. Our research
indicates that 59.74% of township cadres express an attitude of satisfaction with their jobs, and they
also enjoy a moderate level of satisfaction (the mean score of job satisfaction was 71.21, SD = 12.98),
which was similar with that of police officers whose job satisfaction was measured using the same
scale [7].

Additionally, our research also indicates that ERR and overcommitment are negatively
correlated with job satisfaction, which is consistent with previous findings among other occupations
[12,42-43]. In step 2 of the regression, based on the absolute value of 3, ERR and overcommitment
accounted for the observed variance in job satisfaction. It is noteworthy that ERR is more strongly
associated with job satisfaction than with overcommitment. The strong association between ERR and
job satisfaction may be related to China’s national conditions and the nature of township cadres’
work. In China, the township cadres work in the countryside with poor economic conditions and
serve for famers. Under such conditions, those who often must expend more effort to achieve the
organization’s overall goals, but receive a lower reward, may experience lower levels of job
satisfaction. Occupational stress has been identified as a risk factor for poor mental health and lower
job satisfaction [3,13]. A previous study reported that notable sources of stress for township cadres
included low reward and heavy tasks [21]. So the administrators of township cadres should balance
effort and reward to increase the level of job satisfaction.

Psycap is important concept of organizational behavior. Luthans and colleagues reported that
higher levels of PsyCap enhance personal confidence and increased effort to pursue success, preserve
the will to achieve a goal, and increase the positive psychological capacity to deal with difficult
problems [35]. Other professional groups have paid much attention to the development of PsyCap
[44-46]. One study stated that PsyCap was considered as a positive resource to improve job
satisfaction in Chinese doctors [7,47]. Moreover, a study has reported that PsyCap could moderate
the association between job satisfaction and performance [48]. Our results revealed that PsyCap was
significantly correlated with occupational stress and job satisfaction, which motivated us to explore
the indirect effect of occupational stress in predicting job satisfaction. As far as we know, there have
been no studies designed to assess the level of township cadres” PsyCap. Our study concludes that it
is important to enhance the components of PsyCap in township cadres with the purpose of improving
job satisfaction.

In the current study, the major contribution indicated that job stress not only had a direct effect
on job satisfaction, but also had an indirect effect on job satisfaction via PsyCap among township
cadres. In other word, township cadres with higher scores of job stress may have lower PsyCap
values, which in turn would lead to lower levels of job satisfaction. Practically, our findings reveal
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that township cadres have moderate levels of job satisfaction. It is important for township
administrators in China to be aware of the levels of job satisfaction among the township cadres and
for them to develop measures to increase levels of job satisfaction. According to our results, the
administrative department of township cadres maybe able to decrease township cadre occupational
stress, and improve PsyCap to improve the level of job satisfaction. However, it is difficult to balance
effort and reward with overcommitment directly in township cadres because of the special working
environment and nature of the work in townships. Our results provide a new perspective for
administrators to develop the PsyCap resource to improve job satisfaction among the township cadres.
Empirical studies suggest that the four components of PsyCap (self-efficacy, hope, resilience, and
optimism) can be manipulated using effective measures and the psychological capital intervention
(PIC) training model has been developed for this purpose [49-51]. Therefore, measures of enhancing
PsyCap for township cadres’ in China should be developed as soon as possible.

Our results suggest that there is a great need for township administrators to develop and
implement effective measures for improving job satisfaction. However, the present study does have
some limitations. First, this study is a cross-sectional design, so causal conclusions cannot be drawn.
The results of this study should be confirmed by a longitudinal study. Second, all participants in the
present study comprised only a small proportion of all township cadres in China. Therefore, the
sample may not be representative of all Chinese township cadres and the generalization of our data
should be made with caution. Moreover, the current study only focused on several variables
associated with job satisfaction. The direct effect of occupational stress on job satisfaction may occur
via other variables that have not been explored. Future studies should be developed to measure these
variables.

5. Conclusions

A moderate level of job satisfaction was detected among township cadres in the northeast of
China. The dimensions of occupational stress (ERR and overcommitment) were negatively associated
with job satisfaction, whereas PsyCap was positively associated with job satisfaction. Furthermore,
PsyCap was shown to play a role in partially mediating the effect of occupational stress on job
satisfaction. Interventions should be developed to improve the job satisfaction of Chinese township
cadres. Importantly, since PsyCap can be measured and developed, administrators should develop
interventions to enhance PsyCap.

Acknowledgments: The authors wish to thank all the administrators in every selected township who helped to
get the written informed consent about the conduct of this survey and to distribute the questionnaires to the
subjects. Many thanks to BioMed Proofreading LLC for this kind help with correcting English of the manuscript.

Author Contributions: Chang-Yue ShangGuan contributed to study design, questionnaire survey, data input,
drafting and revising the manuscript. Yu Li assisted in collecting and analyzing data, and reviewing the
manuscript. Hong-Lin Ma made substantive intellectual contributions to the interpretation of data and drafts of
the manuscript. All authors have read and approved the final manuscript.

Conflicts of Interest: The authors declares no conflict of interest.

References

1.  Ye, X.B.; Cai, WW.; Su, H. The Empirical Study of Township and Village Cadres Job Satisfaction: Based on
the Questionnaire Survey Analysis of 238 Township and Village Cadres. Hum. Resour. Manag. 2011, 5, 53-57.

2. Xiao, K.L. The study of the job satisfaction and job involvement of the township civil servants and their
relationships. Master Thesis, Xiangtan University: Xiangtan, China, 2015.

3. Mikko, H.; Kompier Michiel, AJ.; Jussi, V. Work-related stress and health-risks, mechanisms and
countermeasures. Scand. |]. Work Environ. Health 2006, 32, 413-419.

4. Siegrist, J. Adverse health effects of high-effort/low-reward conditions. J. Occup. Health Psychol. 1996, 1, 27-41.

5. Pennie, E.; Rachael, H.; Wertheim, E.H.; Stephen, K.; Wright, B.]. A systematic review and meta-analysis of
the effort-reward imbalance model of workplace stress with indicators of immune function. J. Psychosom.
Res. 2016, 91, 1-8.



Int. |. Environ. Res. Public Health 2017, 14, 972 10 of 11

10.

11.

12.

13.

14.

15.

16.

17.

18.

19.

20.

21.

22.

23.

24.

25.

26.

27.

28.

Ulrik, L. Effort-reward imbalance, overcommitment and their associations with all-cause and mental
disorder long-term sick leave— A case-control study of the Swedish working population. Int. ]. Occup. Med.
Environ. Health 2016, 29, 973-989.

Lu, L.; Liu, L.; Sui, G.Y.; Wang, L. The Associations of Job Stress and Organizational Identification with Job
Satisfaction among Chinese Police Officers: The Mediating Role of Psychological Capital. Int. J. Environ.
Res. Public Health 2015, 12, 15088-15099.

Qian, S.H.; Zhang, G.X;; Min, W.G. Focus on Township Leading Cadre’s Mental Health in Yunnan
Province—Report on Psychological Pressure of the New Rural Class Cadres in Yunnan Provincial Party
Committee Party School. |. Yunnan Adm. Coll. 2009, 2, 114-118.

Fan, Q.Z,; Li, H.X,; Li, S.M.; Wang, Y.; Lu, R.B. A Survey Report of Township and Village Cadres” Mental
Health in Chonggqing. J. Chongging Three Gorges Univ. 2014, 6, 20-25.

Lin, J. Psychological Anxiety and Resolution Approach of Village Cadres-Research of 33 Villages and
Towns in Shanxi Province. Theor. Explor. 2014, 3, 10-13.

More Than Eighty Percent of the Township and Village Cadres Anxiety, Decompression Is Urgently
Needed. Available online: http://www.cnki.com.cn/Article/CJFDTotal-LDJC201422018.htm (accessed on 20
August 2017). (In Chinese)

Pu, J.; Zhou, X.; Zhu, D.; Zhong, X.; Yang, L.; Wang, H.; Zhang, Y.; Fan, S.; Liu, L.; Xie, P.; et al. Gender
differences in psychological morbidity, burnout, job stress and job satisfaction among Chinese neurologists:
A national cross-sectional study. Psychol. Health Med. 2017, 22, 680-692.

Li, D.M.,; Zhao, Y.M.; Wang, B.J. Relationship Research on Job Satisfaction and Professional Tensions of
Nurse. Chin. |. Public Health 2012, 28, 1648-1649.

Cavanagh, S.J. Job satisfaction of nursing staff working in hospitals. J. Adv. Nurs. 1992, 17, 704-711.
Christiansen, M.F.; Wallace, A.; Newton, ].M.; Caldwell, N.; Mann-Salinas, E.A. Improving Teamwork and
Resiliency of Burn Center Nurses Through a Standardized Staff Development Program. J. Burn Care Res.
2016, 38, €708—e714.

Diao, L.N. Relationship Study on Job Satisfaction and High Productivity. Mod. Bus. Trade Ind. 2011, 3, 44—
46.

Fang, L.T,; Shi, K,; Zhang, F.H.; Gao, P. Relationship Research among Employee Engagement, Work
Performance and Work Satisfaction. Manag. Rev. 2011, 23, 108-115.

Chamberlain, S.A.; Hoben, M.; Squires, J.E.; Estabrooks, C.A. Individual and organizational predictors of
health care aide job satisfaction in long term care. BMC Health Serv. Res. 2016, 16, 577.

Clark, C.S. The nursing shortage as a community transformational opportunity: An update. ANS Adv. Nurs.
Sci. 2010, 33, 35-52.

Javad, K.M.; Alireza, H.; Koorosh, E.; Babazadeh, G.A.; Nahid, J.; Reza, H.M.; Ariaee, M.; Lotfi, M. Job
Burnout, Job Satisfaction, and Related Factors among Health Care Workers in Golestan Province, Iran.
Electron. Physician 2016, 8, 2924-2930.

Wang, H.C,; Liu, Z.G.; Wang, L.P.; Liu, R.P. The research on mental health of 718 civil servant in Shangrao,
Jiangxi Province. Proc. Clin. Med. 2015, 709, 701-706.

Hu, Y.X; Li, J.L. Different Areas Grass-roots Leaders of Empirical Research on Job Satisfaction. J. China
Executive Leadersh. Acad. Pudong 2011, 1, 85-90.

Li, F,; Liu, C.Y. The Research on Job Satisfaction and Its Influencing Factors of Township and Village
Cadres-Based on the R County Investigation. China Train. 2016, 12, 286-287.

D’Ambrosio, F. Risk factors for burnout and job satisfaction in a sample of health professionals in Italy. Ig.
Sanita Pubbl. 2016, 72, 129-136.

Nazan, K.; Sevgi, P.; Yasemin, D.; Haluk, M.; Dursun, O.; Rahmi, O. A sample of paediatric residents’
loneliness-anxiety-depression-burnout and job satisfaction with probable affecting factors. . Pak. Med.
Assoc. 2015, 65, 183-191.

Mark, G.; Smith, A.P. Effects of occupational stress, job characteristics, coping, and attributional style on
the mental health and job satisfaction of university employees. Anxiety Stress Coping 2012, 25, 63-78.
Luthans, F.; Luthans, K.W.; Luthans, B.C. Positive psychological capital: Beyond human and social capital.
Bus. Horiz. 2004, 41, 45-50.

Sun, T.; Zhao, X.W.; Yang, L.B.; Fan, L.H. The impact of psychological capital on job embeddedness and
job performance among nurses: A structural equation approach. J. Adv. Nurs. 2012, 68, 69-79.



Int. |. Environ. Res. Public Health 2017, 14, 972 11 of 11

29. Pan,B.C; Shen, X,; Liu, L.; Yang, Y.L.; Wang, L. Factors Associated with Job Satisfaction among University
Teachers in Northeastern Region of China: A Cross-Sectional Study. Int. ]. Environ. Res. Public Health 2015,
12, 12761-12775.

30. Li, L; Chang, Y., Fu, J.L.; Wang, J.N.; Wang, L. The mediating role of psychological capital on the
association between occupational stress and depressive symptoms among Chinese physicians: A cross-
sectional study. BMC Public Health 2012, 12, 219.

31. Wang, Y.C,; Liesveld, J. Exploring Job Satisfaction of Nursing Faculty: Theoretical Approaches. J. Prof. Nurs.
2015, 31, 482-492.

32. Maree, R.; Haar, ].M.; Luthans, F. The role of mindfulness and psychological capital on the well-being of
leaders. J. Occup. Health Psychol. 2014, 19, 476-489.

33. Wang, Y.; Chang, Y.; Fu, ].L.; Wang, L. Work-family conflict and burnout among Chinese female nurses:
The mediating effect of psychological capital. BMC Public Health 2012, 12, 915.

34. Weiss, D.J.; Dawis, R.V.; England, G.W.; Lofquist, L.H. Manual for the Minnesota Satisfaction Questionnaire,
Minnesota Studies in Vocational Rehabilitation; The University of Minnesota Press: Minneapolis, MN, USA, 1967.

35. Sharp, T.P. Job satisfaction among psychiatric registered nurses in New England. J. Psychiatr. Ment. Health
Nurs. 2008, 15, 374-378.

36. Wu, H;; Liu, L.; Wang, Y.; Gao, F.; Zhao, X.; Wang, L. Factors associated with burnout among Chinese
hospital doctors: A cross-sectional study. BMC Public Health 2013, 13, 786.

37. Luthans, F.; Avolio, B.J.; Avey, ].B. Positive psychological capital: Measurement and relationship with
performance and satisfaction. Pers. Psychol. 2007, 60, 541-572.

38. Wang, ZM.; Lin, Y.J.; Wang, M.Z,; Li, ]J. Correlation analysis of occupational stress and work ability in
teachers. Chin. J. Ind. Med. 2001, 14, 200-202.

39. Kaneita, Y.; Ohida, T.; Uchiyama, M. The relationship between depression and sleep disturbances: A
Japanese nationwide general population survey. J. Clin. Psychiatry 2006, 67, 196-203.

40. Fang, J.; Zhang, M.Q. Assessing Point and Interval Estimation for the Mediating Effect: Distribution of the
Product, Nonparametric Bootstrap and Markov Chain Monte Carlo Methods. Acta Psychol. Sin. 2012, 44,
1408-1420.

41. Ritsema, T.S.; Roberts, K.A. Job satisfaction among British physician associates. Clin. Med. 2016, 16, 511-513.

42. Miho, S.; Ikue, W.; Kyoko, A. Occupational commitment and job satisfaction mediate effort-reward
imbalance and the intention to continue nursing. Jpn. J. Nurs. Sci. 2017, 14, 49-60.

43. Lorenzo, A.; Sara, Z.; Franco, F.; Cristian, B. The relation between overcommitment and burnout: Does it
depend on employee job satisfaction? Anxiety Stress Coping 2014, 27, 455-465.

44. Hystad, S.W.; Eid, J. Sleep and Fatigue among Seafarers: The Role of Environmental Stressors, Duration at
Sea and Psychological Capital. Saf. Health Work 2016, 7, 363-371.

45. Patel, V.; Weobong, B.; Weiss, H.A.; Anand, A.; Bhat, B.; Katti, B.; Dimidjian, S.; Araya, R.; Hollon, S.D;
King, M.; et al. The Healthy Activity Program (HAP), a lay counsellor-delivered brief psychological
treatment for severe depression, in primary care in India: A randomised controlled trial. Lancet 2016, 389,
176-185.

46. Lynda, B. A survey of work engagement and psychological capital levels. Br. J. Nurs.2016, 25, 865-871.

47. Fu, ]; Sun, W.; Wang, Y.; Yang, X.; Wang, L. Improving job satisfaction of Chinese doctors: The positive
effects of perceived organizational support and psychological capital. Public Health2013, 127, 946-951.

48. Zhou, Y.H.; Gao, ].J.; Chen, Y.W. Psychological capital moderate of job satisfaction on performance. J.
Zhejiang Univ. 2013, 40, 355-361.

49. Lynn, R; Tara, P.; Adama, B.; Heather, B.; Natasha, S. An Intervention to Enhance Psychological Capital
and Health Outcomes in Homeless Female Youths. West . Nurs. Res.2016, 39, 356-373.

50. Monika, B.; Lisa, B.; David, G.; Stefanie, M. Does psychosocial competency training for junior physicians
working in pediatric medicine improve individual skills and perceived job stress. Eur. ]. Pediatr. 2016, 175,
1905-1912.

51. Luthans, F.; Avey, ].B.; Avolio, B.]. Psychological capital development: Toward a micro-intervention. J.
Organ. Behav. 2006, 27, 387-393.

© 2017 by the authors. Licensee MDPI, Basel, Switzerland. This article is an open access
‘@ ® \ article distributed under the terms and conditions of the Creative Commons Attribution

(CC BY) license (http://creativecommons.org/licenses/by/4.0/).



