Modern Management I B, 2024, 14(8), 1817-1828 Hans X
Published Online August 2024 in Hans. https://www.hanspub.org/journal/mm
https://doi.org/10.12677/mm.2024.148211

ETHZMES TN L TR EEEE RS

MEBR®W, T #U

TR LA LR E b, Wil 79

ks H i 202446 H2H; FAHHB: 20244F6H27H; KAAHB: 20244F8H19H

HE

HABRERAT, ~XEFHEERLHERNAT, HEEERETHBEOHRR. KFTU
Glassdoor i f_E4 N R 5 THPHEATT AN R, 2 ABEKF 7 E 2 EEE (LDA)S & SRR
BOBR 5HF A0 FONE RER, R THERELKARWERRET TRA . Z2THEAMVRRR
POR, HERHRER THRETE. BIRRESIE, ABRER T A NBALR RN TR S7E B
ARG EENER M. WA, ACERK “RVAERIFE” FARTHEERNFALE, RIAHLTE
bR IWEERGEEERMALEREN, THEBREREN TR EF R THRWEERFEZEER,
xF TN R FAT 8 B N BA SEERiE SMME. ASOFHEH THARKRREE, HARREHEKRH TR
BT TTRT

XgEia

RTWHEE, ELIFE, LDAKRE, EiFRAT

A Study on the Factors Influencing
Employee Satisfaction Based on Online
Review Analysis

Xiaoli Lu, Kai Ding"

College of Business Administration, Ningbo University of Finance and Economics, Ningbo Zhejiang

Received: Jun. 2", 2024; accepted: Jun. 27t, 2024; published: Aug. 19%, 2024

Abstract

Huawei Technologies Co., Ltd., a company with a high degree of internationalization, faces the
challenge of global employee satisfaction. This study takes the reviews on Glassdoor of Huawei’s
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international employees as the research object, using the Latent Dirichlet Allocation (LDA) model
combined with Maslow’s Hierarchy of Needs and Herzberg’'s Two-Factor Theory to conduct an
in-depth analysis of employee satisfaction and its influencing factors. Based on the development
status of Huawei Enterprises, key themes of employee satisfaction are selected. Through explora-
tory analysis, this study reveals the dual attributes of personal career development and work en-
vironment in both motivational and hygiene aspects. Furthermore, this paper pioneers the di-
mension of “friendliness to graduates” as a theme in the study of employee satisfaction, and finds
that it has a significant impact on the satisfaction of international employees. The research results
indicate that the variable of job satisfaction plays an important role in enhancing the satisfaction
of international employees, which has practical guidance value for Huawei and its peers in multi-
national enterprises. This paper also points out the limitations of the study and provides direc-
tions for future related research.
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Figure 1. LDA probability graph model [26]
[# 1. LDA ft R EIHE R [26]

FE LDA v, SRRSO d #AT LARI SO 0 00 KA, SR LA 0 lRMSECN a BIHKA 52
AT, A B RO H NP BOE I A H Ky [, RS R KT DU R R A ook
ik, EERI AT ok RS ECN B IR SO A, oA 0 7 5 B il i s S v 3
t, DOAEEASCRAR: NOSCR d fSRIA SR Z N8 WONTETE: o A1 B 200 SOR - R0 0
AN - AR BER AT o BOSEIRHTR

ARSI HR) LDA B RE 5 T HAR v £ T2 RS2 (B i B SR | PL.SI R ) FR A0 34 3 A AR R 1k
FATY FEE o 510 i T RO SRV 6 18 SCZR 51 (PLSI) AN — BRI A B S A, 843 BT R SUAR 1 4 50
RRFEAR, AP SRR HAR KA . it LDA X SR AT MEAR AL, AT LR SO K B
B B0 R A R AT S A S R A 7 A

4. BIRBERSTALE
4.1, WIRAHE

AR RN SO HON I B T . AT 2T HEY, M Glassdoor AR 7 BL R 5 B :
PSR . CTAERAT . CIEEWET . QR . <EBZRIL, R Python JEHL T 9697
AN TARE

4.2. HEHRRITRALTE

421 FEHENHE
5 BT T WA B PPAE A, FRATTHEAT 5 U B T 5 o DA JE] 2 I THT % RO K B A U 2R 1) &% TR B b oK S

DOI: 10.12677/mm.2024.148211 1820 AR B


https://doi.org/10.12677/mm.2024.148211

R eRE, T8l

HFE “CaoJuan2009” IX — & FEAR R E EARBR RV EE, IR EEBRE 9 ek 10 PM2iE. WA 3
BT R AR AR IR 1 & T AR R R, /2 “Caoduan2009” 1X— 2k bRt A& id, S = @4 m] LATE
9 ML 10 N2 IE. it i dkiE, AHTFURYIE AT b AR A E 10 s

1.00
0.75
&
0.50 E
IE]
0.25
metrics:
0.00 ®  Griffiths2004
. . . . . . . . . . . . . A CaoJ 2009
1.00 W Arun2010
-+ Deveaud2014
0.75
2
0.50 s
g
0.25
0.00
2 3 4 5 6 7 8 9 0 1 2 13 14 15 16 17 18 19 20
number of topics
Figure 2. Number of positive topics
[Z] B ¥ =
2. EEFHHE
1.00
075
&
050 £
E
0.25
metrics:
0.00 ®  Giiffiths2004
A CaoJuan2009
1.00 W Arun2010
+ Deveaud2014
075
2
€
050 E
g
025
0.00
2 3 4 5 6 7 8 9 10 1 12 13 14 15 16 17 18 19 20
number of topics

Figure 3. Number of negative topics
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Figure 4. Pro review topic distribution
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Figure 5. Con review topic distribution
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Table 4. Summary of positive and negative topics of motivation factors
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Table 5. Summary of positive and negative topics of hygiene factors
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