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Abstract

Objective: This study investigates employee compensation satisfaction and its influencing factors in
tertiary public hospitals in Xinjiang, providing empirical evidence for optimizing compensation
management systems and stabilizing talent pools. Methods: A self-designed questionnaire was ad-
ministered through the “Wenjuanxing” platform to conduct a cross-sectional survey of 891 employ-
ees from five tertiary public hospitals in Xinjiang. Descriptive analysis, univariate analysis, and bi-
nary logistic regression were employed to explore current compensation satisfaction levels and
their contributing factors. Results: The survey revealed generally low overall salary satisfaction,
with only 25.03% of employees reporting “fairly satisfied” or “very satisfied”. Over 85.74% of em-
ployees expected monthly incomes exceeding 10,000 yuan, which significantly differed from actual
earnings (63.07% concentrated between 5000~10,000 yuan). 60.83% of employees felt their com-
pensation did not match workload. At the institutional level, recognition of incentive mechanisms
and compensation system scientific validity remains inadequate. Poor remuneration treatment was
identified as the primary reason for employee turnover intentions (73.67%). Increasing personal
income emerged as the most urgent improvement need (66.3%). Analysis of compensation satisfac-
tion influencing factors revealed that monthly income level had the most significant impact (OR =
1.763, p < 0.001), followed by professional qualifications (OR = 1.158, p = 0.028) and professional
categories (OR = 1.056, p = 0.036). Conclusion: The compensation system for employees in tertiary
public hospitals in Xinjiang region requires significant optimization, with core issues including mis-
match between salary levels and staff expectations/efforts, as well as unreasonable salary struc-
tures and distribution mechanisms. Recommendations include systematic reforms focusing on en-
hancing salary competitiveness, optimizing internal compensation structures, improving non-ma-
terial incentive systems, and strengthening institutional communication.
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AIFERR R TOAWF SR R WEFER RIRTE LT $P8E R, 25%, EE R TSR R R AN
22. BEHE

1£27 [ N A JC SCHR (U B JE 7508 3 2 B2 ) 45 55) S LA i FE (R 28 b, 455 s X A ST B 1
SE BB L ) A G W) e . B K WA TR A 2% H ATk S8 1E, AT CASLEERE 51 L
RSB ) o ENAEIE AN SRR FEE . S LK. H
O SR UM, 3L 37 N&H . %A1 Cronbach’s o 20N 0967, RHEREA RIFHINEREE.

APREET “AEE” FEMITE EE ARG RS 913 4y, [EIUCH NG 891 4y, B
BN 97.6%. AREEARY, KA BRXHRER R T 563 4, kREAMTTHERR R 328 %4,
2.3. it

KH SPSS 26.0 A AT G M 7 ISAR B DI 43 LRI - 357 I3 75 88 1) B IR 2= 0 i FH L ST
FEAS t RO E R R0 . DAEF I 2 P A N IR AR S 84T ¢ logistic [F1F43#T. p < 0.05 RonZERA L1t

3. &%
3.1. PENRERER

WERTRIL 891 44, WA G b Lotk (5 70.37% (627 N), Tk 29.63% (264 N); E# A0 N
18~25 %15 3.59% (32 N), 26~35 ¥ 37.60% (335 N), 36~45 %5 37.49% (334 N), 46 % KDL L5
21.32% (190 N), 76 18 B LA F AN Gi; ZilorAih: HIG XY =R i 63.2% (563 N\), HilX 2% = F R
17 36.8% (328 N), W% 1.

Table 1. Basic information of survey subjects (n = 891)

F 1. FEMRERER(=2891)

NE(N) H (%)

il

5B 264 29.63

7 627 70.37
G

18~25 % 32 3.59

26~35 % 335 37.60

36~45 % 334 37.49

46 % K LA L 190 21.32
HYA X = H R 563 63.2
X 28 = R S B 328 36.8

3.2. HiEHSKFE

KT H S5 AE R A SRR s TP AL 5000~10,000 76N EB62 N, 63.07%), 29.63% (264
N 10,000 76, 12 7.30% (65 A)&T 5000 yt; HIEE AU 2R 35 20, 85.74% (764 N)EK>10,000
TG, AN 1.57% (14 N)FE52<5000 J0; 77.78% (693 N)EKR ARG MBS ; HAERFFBERR . 91.47%
(815 N)ZEAH 2> —DHAARFI R8s, W& 2.
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Table 2. Remuneration structure and level

% 2. FBIEHSKT

NEU(N) B4 (%)

SF AN, T

<5000 65 7.30

5000~10,000 562 63.07

>10,000 264 29.63
AW, T

<5000 14 1.57

5000~10,000 113 12.69

>10,000 764 85.74
PRSI

A 198 22.22

7 693 77.78
HARARRI T8

f 815 91.47

x 76 8.53

3.3. HFMHEEESR

R RN 8.87% (79 N)XUATE AR R, 16.16% (144 N)HLESHE, 39.39% (351
N)FEARTE R, 21.66% (193 NASKIHR, 13.92% (124 NRASH = SFRZEHIMMEL, 9.32% (83 N)AEH
R, 15.38% (137 N)LLEUHE, 31.54% (281 N)EEAH R, 27.95% (249 N)AKIHE, 15.82% (141 N)
RN RTES AP L 548 TRMEAEIE, 14.93% (133 NWCHREEE, 29.63% (264
N)ERE 1~2 1%, 29.97% (267 N)ER e 2~3 5%, 14.59% (130 N)ERE 3~4 1%, 10.89% (97 AN)E R =
4 5L b AT EIHCAFH T, 8.64% (77 NN RNTEA AT, 20.43% (182 N AF, 32.55% (290 \)
FEARNF, 20.99% (187 NAKAF, 16.5% (147 NEARAFS 0.9% (8 NAHiE; HrfHILELE L, 39.17%
(349 N)yINKNS TAEEMFF(E 60.83%/542 N),44.22% (394 NN GEIFRFIFF(F 55.78%/497 N),41.75%
(372 NN S A IEARTF(E 58.25%/519 N), 43.21% (385 NN GEVEBEMFF(TS 56.79%/506 N), W,
% 3.

Table 3. Salary satisfaction (n = 891)
3. HEHEEEE R =891)

NEL(N) H 4 (%)
XoF 24 T P 0 A ik e
38T =3 79 8.87
LLH 144 16.16
BEAWE 351 39.39
KR 193 21.66
IR R 124 13.92
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5 R AH X [F] 28 B P 7 HU HR TUSNAH B
EHEWE 83 9.32
HLUH = 137 15.38
BEAWE 281 31.54
KR 249 27.95
RANH = 141 15.82
WABES NG L5 54 P38 TRAH L R %
FiF 133 14.93
B 12 1% 264 29.63
W 2~3 1% 267 29.97
15 3~4 % 130 14.59
fa 4 5 LLE 97 10.89
B T8 A 5 7 I a4 2 T g A -4
FERANT 77 8.64
AT 182 20.43
¥ NN 290 32.55
AR 187 20.99
IRANAF 147 16.5
AN E 8 0.9
HKSF S TAEEA T
2 349 39.17
i 542 60.83
FIH KT 5 ERAR AR
2 394 44.22
i 497 55.78
K5 TR IR T
& 372 41.75
& 519 58.25
HiKT 5 Lol B AR T
& 385 43.21
& 506 56.79
3.4. FIEBMME

T e A BRI B PPN 500 G0 T« SRS ER VRN 9.32% (83 N)UCHAEE A EE, 25.48% (227
MNERE R, 40.63% (362 N)—, 15.04% (134 NANEEHE: NN “AREE” ), 9.54% (85 MR
NG SUICEERZBNER 7T 13.36% (119 NWCAFEE G, 26.15% (233 NHEAH A, 37.6% (335 \)
— M, 13.47% (120 NVEFIASK, 9.43% (84 N)IEAHTEM; #EHIE RRFEMEEM B8 9.09% (81 N)ih Ak
RS, 22.11% (197 NEEEFRNE, 39.62% (353 N)—/H%, 20.99% (187 MAKEF, 8.19% (73 N)AEH
AEEEE: B RG] 19 25.03% (223 N)INAEWEG ), 48.37% (431 NN RA—H, 26.6% (237 N)
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WHEE; HEIE I 29.52% (263 NWCABEBUIMER, 47.92% (427 N)IN—8%, 22.56% (201
MNVNRES . WS T2 PEVE 29.07% (259 N)INNEE, 70.93% (632 N)INAAET, W 4.

Table 4. Institutional effectiveness (n = 891)

= 4. HIEEHEN =891)

NHL(N) 53 (%)
AR B PR 75 2R 2
E By 83 9.32
b & 227 25.48
—f 362 40.63
AREHE 134 15.04
RAGHE 85 9.54
SRR A% 1 T 5o R B AR A FE G 4] 2
EEHH 119 13.36
A H 233 26.15
— & 335 37.6
TERHAR 120 13.47
BAEH 84 9.43
A RV ERE?
e RHE 81 9.09
LR 197 22.11
— 353 39.62
AKRFE 187 20.99
AEHEARL 73 8.19
IR N A RS BA ] /7?
A 223 25.03
—f 431 48.37
Ba 237 26.6
Hrm i BT 52 R B A WU ER 2
f 263 29.52
— & 427 47.92
Ba 201 22.56
FrARR SRR R 2
=& 259 29.07
o 632 70.93

3.5. Rl E M SRah b=

KTPNmsh 5 BAEEm & SEg R AR A 5B S 26.49% (236 N), AT
58.25% (519 N), #EFE( 4.26% (38 N), AABIHEE 2.13% (19 N), HATE 8.87% (79 N); HHE
] | 33.67% (300 N)FE &I B, 66.33% (591 N)ARFEE; BULHEEE M b, 42.20% (376 N)EEHEF#
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s 0 5%

Ns 24.69% (220 NAAREE, 33.11% (295 NAE; BOLEIEZ R F, 40.97% (365 N)= B &ML,
27.72% (247 MRS, 31.31% (279 NI E, W# 5.

Table 5. Career stability and mobility tendency
= 5. BRiRE M SR EhtiE

NBU(N) 4 H(%)

T2 B A AL 7 22

Bk A 4 236 26.49

ZINA TR 519 58.25

A3 B ) A 38 4.26

ANA 5l 19 2.13

FoAh 79 8.87
RIS WA RAL?

2 300 33.67

5 591 66.33
e SR At N SRA AL 2

P 376 422

i 220 24.69

PN i 295 33.11
R/ ERIE BRI ?

& 365 40.97

ﬁ 247 27.72

TR AL 279 31.31

3.6. ALARIHTRK

AT GEE A . 152 N(22.32%)i B TAES AT, 143 AN(21.01%)ERFEHEFHIENL 2, 142
N (20.85%) A R AL Z 5 IHL 2, 141 N(20.70%) G156 35 0 2 i B, 103 A (15.12%) 45 7] 45 355 1] i 4
T METERAEYINGE TR 591 AN (66.3%) EREEEN AU, 196 N(22.1%) R3FEAN N TAERE 142 F, 50
N(5.61%)EARHD AT, 28 A (3.13%)EFE A, 14 N(1.55%) A B Bss TAESAF, 12 N(1.31%) %
R T2, WAL 6.

Table 6. Organizational improvement requirements

6. HLAMHEFTK

N (UN) B4 H(%)
R 5 3 2 (AR AR S BEAT 7 (BRI H/ ) /) 255
SRATHINL 2= 143 21.01
R B 103 15.12
RALTE Z BRI M2 142 20.85
635 % UL ] BE I F A A 141 20.70
g TARA 152 22.32
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H AR A S G K 7 T ?
MWNON 591 66.3
AN TAERE 196 22.1
TAESAM 14 1.55
TR L2 12 1.31
BRO R SR T 50 5.61
oAt 28 3.13

3.7. FMHEEERME RS

S SON T 2 (9 22 45 N A TE BT A SR A B35 (B 3 A T AN BB R (p < 0.001)—— 35 B WA 1] 37 T
5 TARE/ARFR/ A5/ 4 Re UL ELEE . S8 8 2 BUMLE G EREGMEZE > 1.1). FHik R B EGIEZ 1.26)
FAGFIFFE T M GIE 2 0.41); [R5 R 3 B8 HR AT 5535 T 41%(0.20 vs 0.51), HAE /D “ T frilz”
(0.09 vs 0.45).  “TAEESIR” (0.12 vs 0.32)5F M A BT HR =K (HAFE RN, SR AR IRE 2@ £h
5(0.70 vs 0.60) b 7T EIT REG(0.32 vs 0.25) 2548 A LL I B Si(p < 0.05), HEREHEFEMANIR(1.71 vs

2.17), W# 7.

Table 7. Score of each item of salary satisfaction

*7. FHHEEEFESY

11, [FAH X R 282 =7 LA R T
WAL, S5 24 i BN AR 2
TR CPIME £ bRHEZE) t p

AR M =390)  iHE(n=501)

NS5 N AP TR (RN 54213 T B (i

DO, K% 3.13+1.12 2.49+1.17 8.337 0.000™
SEIHEE RN e/ A? 3.19+0.72 3.15+0.68 0.860 0.390
AN RA B UL 2 75 G EE 2 3.59+0.90 2.37+0.87 20440  0.000™
g%g?%ﬁ%éﬁ&k%%ﬁu}%ﬁ%iﬂ@%)\ﬁ%&‘rﬁ’ﬁ 345+ 101 5304094 17663 0.000°
A3 B OB AT H S H N R R A AP 2 4.04+0.92 2.52£0.97 23.851  0.000™
IR B BT H M A R B2 SR ? 3.68 +0.82 2.42 +0.88 21.933  0.000™
TN A B e T o) B r N A 5 R 51 /2 246+ 0.55 1.67 £ 0.63 20.010  0.000**
A BT PR I ) T 1 RS B U 2 2.35+0.62 1.60 = 0.61 18.157  0.000™
RN H AT S5EN TEEEMA? 0.10 + 0.30 0.62 = 0.49 -19.307  0.000**
1IN AR RN KT 58 R HRARAR T ? 0.14 + 0.35 0.67 + 0.47 -19.326  0.000"
TR NN HTH AT 518 TAEL IR ARRT? 0.11+0.32 0.65 + 0.48 -20.344  0.000™
TR INAEH AT 5L A2 0.15 + 0.35 0.65 + 0.48 -18.291  0.000™
EREH YL ? 0.12 +0.33 0.30 + 0.46 -6.679  0.000™
BREASHNE? 0.82 + 0.38 0.88 + 0.33 -2275  0.023"
TR A A AR R R ? 0.93+0.26 0.90 = 0.29 1.294 0.196
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s 0 5%

R INAEITRAR AREF R 2 % ? 0.06 + 0.24 0.47 + 0.50 -16.027  0.000™
EREINAENER 2 LIH A S EREEE®?  0.14+035 0.67 + 0.47 -19.056  0.000"
ERBIABERT A LIRS ERFELEE%?  0.15+0.36 0.64 + 0.48 -17.384  0.000"
T i B A s 1 77 50 2.28+1.63 222+ 1.66 0.585 0.559

T REB S B A AL 0.51£0.50 0.20 £ 0.40 9.780 0.000"
£§§§E %% FAERM, ERERZHRHENN 0.45 + 0.50 0.09+0.29 12,597  0.000™
g%@iﬁﬁu?%ﬁﬁﬁﬂj il BoBEEER R 0.50 £ 0.50 0.18 +0.38 10.547  0.000™
WA BT A AL, AR TN P ? 1.94£235 0.87 +1.97 7.253 0.000**
T H ey S48 200 77 T e ? 0.93 +1.35 0.48 +1.20 5.225 0.000**

7w

& AR HAh N B A AL T AR ? 2.17+0.76 1.71 £0.89 8.389 0.000™*

el
g% EHB-RERINLS, BRE S AFERIATN 2.09 £0.80 1.76 £ 0.85 5.881 0.000"

*p<0.05"p<0.01.

MAMEAFERE (p = 0.008) ML (p = 0.002). T EAR B (p = 0.014) 1 E—4F P AR (p <
0.00 1) 5 N3 72 1 3B A e —— = N (>10,000 TG, 33.93% ) L ML 16 4= DL 135 (441 1% =) i
RMIET R, HPOLEEIT(33.59% A 2) AR # (<5000 TG, 10.26% N R)ANH R ERE; w4
W P ATBURS SR R T W3 2 7 (p > 0.05).

Mo b EE B F USROS 55 =5 A et 1E [ 52 (p < 0.001, OR = 1.763), Tl i AR BEH%
(p=0.028, OR = 1.158)F15 V25 (p = 0.036, OR = 1.056) 0 {2 Z 2 THm R B, (HMMVER T B EER-(p =
0.687, OR = 1.029); LAY BEAA MR )% 55 (Nagelkerke R? = 0.057), .3 8.

Table 8. Binary logistic regression analysis results of factors affecting salary satisfaction

= 8. FEEE AR E R T logistic BYAFHLER

T mIHER%E bR zfE Waldy? pfH OR{H  ORfH 95% CI
PRI MO EHE 2 2 0.028 0.070 0.403 0.163 0.687 1.029  0.897~1.180
TN LAV 22 0.055 0.026 2097 4396 0.036  1.056 1.004~1.111
&I B L HAR BEAR (1) ? 0.147 0.067 2200  4.841 0.028  1.158 1.016~1.320
(L;ffg‘l: HPRIABAR 0.567 0.130 4378 19.171  0.000  1.763 1.368~2.273
e -1.874 0.490 -3.828  14.656  0.000  0.153  0.059~0.401
HUE: AR =11, FAHX FRIZEA T MU B TIONAR LG, 850 4T N B 2 B R ? (0 AN 1 )

McFadden R 77 =0.032; Cox & Snell R J7 =0.043; Nagelkerke R J7 =0.057.

4. TR 5EW

ASHIF TR E S X = A ST EERE 891 44 A THITH AL, RGBS IR S ARG R
WFFE 45 R AL DXk A 22 57 B e N 77 Bl LR S B L S i X
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4.1. BT HMWHAEE D HRE, PHESYLEEREE

AR IR, 1258 A T S ATH I AR R A HUBG R LGSO 25.03%, T
=02 —(35.58%) M S TR “AKIE” 8L “ARANBER ", RUIHI & A TR . X—42RE
[ A 22 TURE SR — 20 RIIF IS 3 IR T R = R BB R A, DL EBRAE[S 0 E 27 MEhES
NG RBEANT TER 7, 7T I e 224 iy 2 37 B e 5k i s PO Pl (BLASE SRR, [ B L E TR
WY, b B 5N R I S B AR T AR 5, a0 SR (R R g I 5 LA 51 68% [6], IX A ZE R Se bk T
By AR AT EL DI A 2% 10 [ B 22 57

AHIF T A% 0 R TR S I SE R ELR IS - il 85.74% 1 A THIEE RN 7T, T SERri N s 5
PEACHIIA R = XM EIADGEE Y L0, SRR TR 55 A GO s B S BRI
TAFUMEA B BRI FN S 203 [E] 4 2 18] A R A (7] el AR 9B — RO IX, Ry A4 BMIAG E 2
TREEILSE N RAERE RO GHE, M RITHINACT C SO N AR B T (8], BE—Pn 1 XI5
Iy A AN B Y 10 L

4.2. HMENS S A THREMFEENXRIES

WHFEAEL, TR AOLR T H S8, SR 1 R G AN 0 LR AP /N i B3 A
NEHTH S B & TAEEAR, 5/ \BRAT.(77.78%) WA I, ZHR T “Z2HA—EZH5” K7
FESR KA[9]0 X —BLRAE [ N 2 KA SR B i A7 AR, SRASF[101MIBT ST R REAR ) BR 55 A D3 i A7 2 In B
I A ARG, (EHBAMT R EIE S Fr A 2 S BEAME, B 5 T TR . AHE 2
N FEAMEE ST LR 3 S AT ™R 1 I A BRI HEAM AL, G S e F R DT DB A ) ik R
FEOE 1.5~2 fEAINPERIM11], XM 2257 BRI 1 B2 55 N G IRV A R AT 2

BEAh, B EHUY R TYORHIM SRR, Q0. FREAILEE, HOEEBERLE] . S5 R
PEVEA Tl A e IR BIBUT IR R OR BB BUABLANR . HOR, 57 58 BRI E, REEFE A
AL SRR [12] [13]0 3X— [REAEHT SR X JC R, DR Dy id B X B2 T N A 15 77 A 5| 2 T 1 5 KBk
5 TR AL AN e — D E8s T ARSI .

43. FHEEERMPLREMNEERR, EERWERTHELR

TR S R R B A SO IR AR E AN AR R XS, . AT A 33.67% 00 72 L5 pE L BHR, 1E
B RS, “ THRAREZE” B 73.67%M 4% Lu A7 5 & r, S TAEE . H AL 46 oA
o X RUG A 140 e F B 55 N Rsh SR KT 4l R — 20 IS T #2888 A4 AT
“IEAEA T o EBRET TR, FIME R S B A R I R R R R A UG, Sk [ BRI R T A B
Hr I = PR RIS 10%,  BHR ARG IS 0 15% .

1E B LA NRA AL F R B HEEIIL” AR L, BE BN~ R T8
HAEER, AN NP QRADL, RIS AT AT S S w4y, — ek
WS AN AL TS A A HIZHEA,  XE DASEELFE] 55 B $18 10 24 ST R B i R AC R FAR[12] [15]. X7 S X T
o X R IR, BN FURAGEIBAN R B KA R, S e DB T IR AN, B
LSEIX PRyT DA A

4.4. RITXHATIRREAR, BNREFARRD

FETDN “ foediy RO I3 T I, 66.3% (1) 3 TREIREE BT 1 “ A AU, Haa PIvkiz e 16
TRt TR BT XUWIE AT B WDl & 2 53 TR $RTT Hai R 1 e
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