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Background: This study used a person-centered approach to identify the specific
performance of decent work in various groups to determine the heterogeneity
of its five dimensions.

Method: The Decent Work Scale, Work Need Satisfaction Scale, Socioeconomic
Status Scale, Job Satisfaction Scale, and Life Well-being Scale were used to
conduct a network survey of organizations in various industries in Mainland
China. A total of 1,000 questionnaires were distributed, and 780 valid responses
were obtained.

Results: The results showed that the decent work of participants could
be divided into three types: low salary, low free time, and high decent work.
The results showed no significant difference in age among the groups, whereas
the differences in socioeconomic status were significant. Welch's test was used
to determine differences in the positive outcomes of the three potential types
of decent work, and the results showed significant differences in work need
satisfaction, job satisfaction, and life well-being among all groups.

Conclusion: This study examined the characteristics of decent work more
realistically, showing that decent work is not an all-or-nothing structure and
that its intrinsic components should be flexibly combined according to the
research background and purpose.

KEYWORDS

decent work, Chinese employees, Psychology of Working theory, work need
satisfaction, job satisfaction, life well-being

1 Introduction

The Psychology of Working theory suggests that decent work is a crucial lever for fulfilling
individual psychological needs, enhancing well-being, and promoting dignity and sustainable
development in society (1). Nonetheless, perceptions of decent work are shaped by employees’
specific experiences at the workplace. Research indicates that decent work is a multidimensional
construct comprising several dimensions (1, 2). The Psychology of Working theory measures
decent work by examining employees’ evaluations of five specific aspects of their work: a safe

01 frontiersin.org


https://www.frontiersin.org/journals/public-health
https://www.frontiersin.org/journals/public-health
https://www.frontiersin.org
http://crossmark.crossref.org/dialog/?doi=10.3389/fpubh.2024.1364431&domain=pdf&date_stamp=2024-08-29
https://www.frontiersin.org/articles/10.3389/fpubh.2024.1364431/full
https://www.frontiersin.org/articles/10.3389/fpubh.2024.1364431/full
https://www.frontiersin.org/articles/10.3389/fpubh.2024.1364431/full
https://www.frontiersin.org/articles/10.3389/fpubh.2024.1364431/full
mailto:liyongxin@henu.edu.cn
mailto:zhaogx@henu.edu.cn
https://doi.org/10.3389/fpubh.2024.1364431
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
https://www.frontiersin.org/journals/public-health#editorial-board
https://www.frontiersin.org/journals/public-health#editorial-board
https://doi.org/10.3389/fpubh.2024.1364431

Wang et al.

work environment (safety dimension), access to healthcare (healthcare
dimension), appropriate compensation (compensation dimension),
reasonable working hours (free time dimension), and organizational
values aligned with family and social values (value fit dimension) (1).

Recent international studies on decent work have yielded diverse
findings across cultural contexts. For instance, research in the
United States by Blustein et al. (3) and Kim et al. (4) identified five
latent profiles of decent work, with healthcare being a prominent
indicator of profile segmentation. In contrast, studies in European
contexts have emphasized the importance of work-life balance and job
security in defining decent work [e.g., (2)]. Our study contributes to
this growing body of literature by examining decent work profiles in
the Chinese context, revealing unique patterns that both align with
and diverge from previous international findings.

The concept of decent work has been subject to various
interpretations and critiques across disciplines. While the International
Labour Organization (ILO) defines decent work in terms of
employment opportunities, rights at work, social protection, and
social dialogue (5), scholars have expanded and challenged this
definition. For instance, Deranty and MacMillan (6) argue for the
inclusion of the qualitative experience of work, emphasizing the
importance of meaningful work. From a capabilities approach,
Sehnbruch et al. (7) propose that decent work should be viewed as a
multidimensional concept that encompasses not only employment
conditions but also individual freedoms and opportunities for
personal development. Critics like Standing (8) contend that the
decent work agenda may be too broad and difficult to operationalize
effectively. Our study contributes to this ongoing debate by examining
how different dimensions of decent work manifest in the Chinese
context, providing empirical evidence for the multidimensional nature
of the concept.

These five dimensions of decent work may exhibit different levels
of heterogeneity in actual work situations. Individuals’ perceptions of
work are based on their categorical cognitive schemas, which are
formed through a combination of various attributes and characteristics
(9). Therefore, some jobs widely recognized as decent may not possess
all five dimensions. For instance, some freelancers with knowledge-
based or skilled work may have a high income, free time, and enjoyable
work but lack adequate healthcare and social security benefits.
Conversely, some jobs may have complete medical insurance, but
require high-risk work environments. Others may have high income,
a good environment, and complete medical insurance but require long
working hours and lack sufficient rest time. In summary, different
types of work offer distinct pathways to the various dimensions of
decent work, highlighting that it is not an all-or-nothing concept.

Blustein (10) further nuances the concept of decent work by
distinguishing between “decent work” and “decent work with
meaning” He argues that while stability often makes work decent, it
does not necessarily make it meaningful. This distinction is
particularly relevant in the Chinese context, where rapid economic
development has led to increased job stability in many sectors, but
questions remain about the meaningfulness of work for many
employees. Our study explores this nuance by examining not only the
presence of decent work characteristics but also their relationship with
work need satisfaction and well-being, providing insights into the
potential meaningfulness of work across different profiles.

The concept of decent work holds particular relevance in the
Chinese context, given the country’s rapid economic transformation
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and evolving labor market. According to the National Bureau of
Statistics of China (11), the urban unemployment rate in China stood
at 5.2% in 2020, with significant variations across regions and
industries. The Chinese government has implemented various
initiatives to promote decent work, including the “Employment First”
strategy and improvements in social security coverage (12). However,
challenges persist, such as income inequality, with a Gini coeflicient
of 0.465 in 2019 (13), and concerns about work-life balance in urban
areas (14). Our study contributes to understanding how these broader
socioeconomic factors manifest in employees experiences of
decent work.

The Decent Work Scale (DWS) (15) is a useful tool for
comprehensively measuring the five dimensions of decent work. Many
studies have used the DWS to obtain composite scores for decent work
and explore its relationships with various predictors and consequences.
However, the variable-centered approach, which treats decent work as
a unified structure, has certain limitations. Although this approach is
concise and eflicient, it assumes sample homogeneity and masks
heterogeneity among the five dimensions of decent work. This
assumption impedes our ability to examine the specific characteristics
or performance of decent work across different groups and gain
insight into the predictors and outcomes of decent work across various
characteristics. In recent years, some scholars have called for a more
person-centered approach that accounts for heterogeneity in the five
dimensions of decent work (4).

Kim et al. (4) measured the characteristics of decent work of 2,465
American adults through random sampling and processed the data
using latent profile analysis (LPA). The results showed that the
characteristics could be divided into five latent types: common (scores
close to the theoretical mean), low healthcare security, less decent,
high healthcare security, and decent. These five potential types differed
significantly in terms of demographic variables (such as gender and
educational level), predictors within the Psychology of Working
theory framework (such as economic constraints, marginalization,
and career determination), and outcome variables (such as job and
life satisfaction).

Both the aforementioned studies were conducted in the context
of the United States and classified subjects into five potential types,
with the healthcare dimension being a prominent indicator of the
segmentation profile. However, China and the United States have
significant differences in their social systems, history, and culture.
Therefore, the research results obtained in the American context
may not be entirely applicable to China. For example, China’s
medical security system is significantly different from that of the
United States, with China’s system being dominated by social
medical insurance and that of the United States’ being dominated
by commercial medical insurance (16). In terms of culture,
Hofstede’s (17) research on the national cultural dimension
indicates that China is representative of an Oriental culture, is a
highly collectivist country, and attaches considerable importance
to individuals” social responsibility. Conversely, the United States
is representative of the Western culture, is a highly individualistic
country, and emphasizes personal material achievement. Studies
have shown that differences in social systems and cultures shape
different job characteristics, affecting individuals’ work behaviors,
attitudes, and the formation of values (18), which, in turn, affect
their performance and work feelings (19). Thus, Chinese
employees’ decent work may have unique characteristics. Based on

frontiersin.org


https://doi.org/10.3389/fpubh.2024.1364431
https://www.frontiersin.org/journals/public-health
https://www.frontiersin.org

Wang et al.

this, we adopted a person-centered research approach, which
involves classifying individuals into subgroups based on shared
response patterns, in an attempt to capture observed heterogeneity
in decent work experiences (20, 21). This study identified
differences in five dimensions of decent work by examining its
specific performance in various groups, identifying the
heterogeneity of its five dimensions, and providing a concrete
description of decent work closer to real-life experiences in the
Chinese context. This approach will help probe the underlying
subtle makeup of decent work and reveal the convergence and
divergence between its

components by identifying the

characteristics of decent work in different subgroups.

2 Methods

LPA is an emerging person-centered analysis technique which is
part of the broader family of mixture models that assume a normal
distribution within each latent class. This statistical method explains
the relationship between explicit continuous indicators through latent
categorical variables. Objective statistical indicators are used to
measure the accuracy and validity of classification, maximize
homogeneity between heterogeneous groups, and effectively identify
the unique characteristics of individual psychological behavior (21,
22). The underlying assumption is that the probability distribution of
various responses to an explicit variable can be explained by a few
mutually exclusive latent class variables, each with a specific preference
for explicit variable responses (23, 24). Similar to traditional mean
segmentation and cluster analysis, the LPA method is individual-
centered, treats the variables in the study as an interdependent system,
and divides the sample into multiple subgroups (latent types). Further,
it analyses the antecedents and after-effects of subgroups’
characteristics to achieve a more intuitive and realistic description of
the subjects and improve understanding. However, compared with
traditional mean segmentation, cluster analysis, and other techniques,
LPA makes classifications based on model fitting estimation and does
not require high data dimensions, significant causal relationships
between variables, or large sample data from multiple time points.
Usually, the sample size is greater than 500, making the classification
more accurate and objective and the operation simpler (21, 25).

In the data analysis process, the potential profile analysis method
comprehensively refers to three types of indicators—information,
likelihood ratio test, and classification indicators—to judge the model’s
goodness of fit. Information indicators include the Akaike information
criterion (AIC), Bayesian information criterion (BIC), adjusted
Bayesian information criterion (aBIC), and bootstrap likelihood ratio
test (BLRT). The classification index mainly refers to entropy. Under
normal circumstances, the smaller the AIC, BIC, and aBIC values, the
higher the model’s goodness of fit. The higher the entropy value, the
higher the model’s classification accuracy. If the p-value of the BLRT
is less than 0.05, this indicates that the category model’s goodness of
fit is significantly improved compared with that of the previous model.
Additionally, theoretical factors and previous research results should
be considered comprehensively when determining the number of
profiles. Each profile obtained should be logically self-consistent and
provide a reasonable theoretical explanation. A relatively parsimonious
model is typically used when profiles have similar theoretical
characteristics (21).
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2.1 Participants

This study adopted random sampling and used the Questionnaire
Star platform to conduct online testing in enterprises and institutions
across various industries in Mainland China between March and July
2021. A total of 1,000 questionnaires were distributed; 889 were
returned, and 780 valid questionnaires remained, resulting in a
response rate of 78%. The samples were distributed across all provinces
and municipalities in the country. Among them, 107 were from
private enterprises, 252 were from state-owned enterprises, 365 were
from government agencies or institutions, and 56 were self-employed
or from other professional backgrounds. The sample comprised 318
male participants (40.8%) and 462 female participants (59.2%). The
age range of the participants was 21-60years (mean; M=31.638,
standard deviation; SD=5.9657), and their working age ranged from
1 to 35years (M=7.38, SD=5.633). Participants reported working
10-70h per week (M=43.41, SD=8.591). Regarding educational
attainment, 6 participants (0.8%) reported having a high school
education or below, 16 (2.1%) had a college education, 463 (59.4%)
reported having a bachelor’s degree, 235 (30.1%) had a master’s degree,
and 60 (7.7%) reported having a doctoral degree.

2.2 Measurements

2.2.1 Decent work

The DWS, developed by Dufty et al. (15), was used to measure
decent work. The scale comprises five dimensions: safe environment,
medical security, appropriate income, free time, and value fit. The
safety environment dimension has three questions (e.g., ‘I feel
emotionally secure when interacting with people at work’). The
medical security dimension has three questions (e.g., T can enjoy good
medical insurance provided by the country and the government’). The
appropriate income dimension has three questions (e.g., T get the
salary I deserve for my work’). The free time dimension has three
questions (e.g., Thave sufficient personal time on working days’). The
value fit dimension has three questions (e.g., “The values advocated by
my unit are consistent with those of my family’). A total of 15
questions were asked. The scale uses a seven-point Likert scoring
method, ranging from ‘1 =strongly disagree’ to ‘7 =strongly agree;
with a minimum score of 15 points and a maximum score of 105
points. Higher scores indicated that the participants felt that their jobs
met the characteristics of decent work. In this study, Cronbach’s alpha
for this scale was 0.834.

2.2.2 Work need satisfaction

The Work Need Satisfaction Scale (WNSS), prepared by Autin
et al. (26), was translated into Chinese using the translation-
retranslation method. This scale comprises five dimensions: survival
needs, social contribution, job competency, interpersonal connections,
and work autonomy. There are four questions for the survival needs
dimension (e.g., “The income from work is sufficient to cover the living
expenses of my family’), four questions for the social contribution
dimension (e.g., ‘Work contributes to the sustainable development of
society and makes me feel my value’), four questions for the job
competency dimension (e.g., T can complete my work tasks well’),
four questions for the interpersonal connection dimension (e.g., T can
experience the feeling of being understood at work’), and four
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questions for the work autonomy dimension (e.g., T can independently
choose the way to complete work tasks’), comprising a total of 20
questions. The scale uses a seven-point Likert scoring method, ranging
from ‘1=strongly disagree’ to ‘7 =strongly agree, with a minimum
score of 20 points and a maximum score of 140 points. The higher the
score, the more the participants thought their work could meet their
psychological needs. In this study, Mplus 8.3 was used to analyze the
data, and the reliability analysis results showed that the overall
Cronbach’s Alpha of the Chinese version of the WNSS was 0.868.
Cronbach’s alphas of the subsistence needs, social contribution, job
competency, interpersonal connection, and work autonomy subscales
were 0.763, 0.692, 0.594, 0.689, and 0.804, respectively. The results of
the confirmatory factor analysis showed the following: 2/df=5.608,
standardized root mean square residual (SRMR)=0.073, Tucker-
Lewis index (TLI)=0.925, comparative fit index (CFI)=0.935, and
root mean square error of approximation (RMSEA) =0.077. The factor
loading of each item was above 0.5. The results showed that the
Chinese version of the WNSS had good reliability and validity and
that the five-dimensional structure of work need satisfaction was
suitable for Chinese employees.

2.2.3 Socioeconomic status

Participants subjective socioeconomic status was measured using
Adler’s MacArthur ladder scale (27). Participants were shown a
picture of a 10-level ladder and were asked to imagine that the ladder
represented their social status. They were asked to rate their social
status by indicating where they stood on the ladder on a 10-point scale
ranging from 1 (lowest social status) to 10 (highest social status). At
the top of the ladder (10) are those with the highest socioeconomic
status—those who have the most assets, best education, and best jobs.
At the bottom of the ladder (1) are those with the lowest socioeconomic
status—those with the least assets, worst education, and no jobs.

2.2.4 Job satisfaction

This was measured using the Job Satisfaction Scale developed by
Tsui et al. (28), which contains six items, such as ‘T am very satisfied
with the promotion opportunities in my unit, Tam very satisfied with
the work I am doing; and ‘Generally speaking, I am very satisfied with
my current job? The scale uses a five-point Likert scoring method,
ranging from ‘1=strongly disagree’ to ‘5=strongly agree, with a
minimum score of 6 points and maximum score of 30 points. The
higher the score, the higher the participant’s job satisfaction. In this
study, Cronbach’s alpha for the scale was 0.801.

2.2.5 Life well-being

The life well-being subscale of the employee well-being scale
compiled by Zheng et al. (29) was used to measure the participants’
well-being. The scale contains six items such as ‘Most aspects of my
life are close to my ideals; ‘T am satisfied with my life; and ‘If there is
an afterlife, I would hardly change my current lifestyle The scale uses
a seven-point Likert scoring method, ranging from ‘I =strongly
disagree’ to ‘7 = strongly agree; with a minimum score of 7 points and
maximum score of 42 points. The higher the score, the better the
participants believed they were living. In this study, Cronbach’s alpha
for this scale was 0.851.

The two primary measurement instruments used in this study—
the Decent Work Scale (DWS) and the Work Need Satisfaction Scale
(WNSS)—are theoretically compatible and share a common
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epistemological basis. Both scales were developed within the
framework of the Psychology of Working Theory (PWT) (1), which
posits that decent work is a key mechanism for fulfilling basic
psychological needs and promoting well-being.

The DWS, developed by Dufty et al. (15), operationalizes the five
dimensions of decent work as conceptualized in the PWT. Similarly,
the WNSS, created by Autin et al. (26), measures the extent to which
work satisfies basic psychological needs, which is a central tenet of the
PWT. Both scales were constructed using rigorous psychometric
procedures, including exploratory and confirmatory factor analyses,
and have demonstrated good reliability and validity across various
cultural contexts.

Moreover, both instruments are grounded in self-determination
theory (30), which emphasizes the importance of basic
psychological need satisfaction for optimal functioning and well-
being. This shared theoretical foundation ensures that the
constructs measured by these instruments are conceptually aligned
and can be meaningfully

integrated within the same

research framework.

2.3 Data analysis

We employed a multi-step analytical approach using Mplus
version 8.3 (31) and SPSS version 26.0 (32).

First, we conducted descriptive analyses and calculated Cronbach’s
alpha coefficients to assess the reliability of our measures. Second,
we performed a Latent Profile Analysis (LPA) to identify distinct
profiles of decent work. We tested models with one to four profiles,
using multiple indicators to determine the optimal number of profiles.
Third, we conducted a series of analyses to examine differences among
the identified profiles:

(a) For categorical variables (gender, marital status, education,

partner  education), we used chi-square tests
of independence.

(b) For continuous variables (age, socioeconomic status), we used
one-way ANOVAs. When the assumption of homogeneity of
variances was violated (as indicated by Levene’s test), we used
Welch’'s ANOVA followed by Games-Howell post-hoc tests.

(c) For outcome variables (work need satisfaction, job satisfaction,
life well-being), we again used one-way ANOVAs or Welch’s

ANOVA as appropriate, followed by post-hoc tests.

Finally, we calculated effect sizes (Cramer’s V for chi-square
tests, > for ANOVAs) to assess the magnitude of differences
among profiles.

3 Results
3.1 Analysis results of latent profiles

According to the fitting index table of the LPA model (Table 1),
as the number of profiles increased from one to four, the AIC,
BIC, and aBIC gradually decreased, indicating that the model’s
fitting degree improved. However, from the three-section model
to the four-section model, the entropy decreased significantly.
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Therefore, we concluded that the three-section model provides a
better fit.

The participants were divided into three groups based on the
LPA results. Figure 1 shows the DWS scores for each group on the
15 items that assess five dimensions: security (questions 1-3),
healthcare (4-6), salary (7-9), free time (10-12), and value fit
(13-15). Based on the analysis of the results, the participants’ decent
work can be classified into three latent types. The first group, named
the ‘low pay group, had the lowest score in the salary dimension and
low scores in all other items. The second group, named the ‘low free
time group, had the lowest score in the free time dimension and
middle-level scores in the other dimensions. Finally, the third group,
named the ‘high decent work group, had the highest score on
all items.

According to Table 2, the participants (N=780) had an overall
decent work score of 5.25+0.72 (M £SD), which was higher than the
theoretical mean of the DWS (M =4). Among them, the low pay group
had the lowest decent work score, 4.21+0.53 (M +SD), which was
lower than the overall sample mean but higher than the theoretical
mean of the scale. The low free time group had the second lowest
decent work score of 4.85 +0.46 (M + SD), which was also higher than

TABLE 1 Fitting index of the latent profile analysis model.

Number AIC BIC aBIC Entropy

of

sections

1 36549.259 | 36949.958 = 36676.866

2 34867.911 | 35673.969 = 35124.609 0.911 0.0000
3 34124.132 | 35335548 34509.920 0.967 0.0000
4 33641.826 = 35258.601 = 34156.705 0.918 0.0000

AIC, Akaike information criterion; BIC, Bayesian information criterion; aBIC, adjusted
Bayesian information criterion; BLRT, bootstrap likelihood ratio test.

10.3389/fpubh.2024.1364431

the theoretical mean of the scale but lower than the overall sample
mean. The high decent work group had the highest decent work score
at 5.66+0.45 (M + SD), which was higher than the overall sample mean.

3.2 Differences in demographic variables of
the latent profiles of decent work

Demographic variables were tested for differences in the latent
profiles of decent work, and different testing methods were selected
according to the variable types. Gender, marital status, education, and
partner education were categorical variables, and the chi-square test
was used to test for differences. The results are summarized in Table 3.

Age and socioeconomic status were continuous variables among
the demographic variables measured, and their differences were tested
using an analysis of variance. The results of the homogeneity of
variance test showed that the variances of the groups were not
homogeneous in terms of age or socioeconomic status (Levene’s
Fipe=3.875, p=0.021; Levene’s Fucocconomic sume=4.328, p=0.014).
Welch’s test was used to determine whether there was a difference
between groups. The results showed no significant difference in age
among the groups, Welch’s F,. (df1, df2) =2.968 (2, 251.140), p>0.05.
There were significant differences in socioeconomic status (Welch’s
Frciocconomic sates (df1, df2) =19.788 (2, 261.072), p<0.001). The Games-
Howell method was used for post-hoc multiple comparisons, and the
results are presented in Tables 4, 5.

3.3 Difference in the positive effects of the
latent profiles of decent work

An analysis of variance was conducted to examine the differences
in work need satisfaction, job satisfaction, and life well-being among
the latent profiles of decent work. The results of the homogeneity test

Score

26 ———O——Class 1, 14.9%
——O——Class 2, 24.1%

24 ———O———Class 3. 60.9%

Items

FIGURE 1
Scores of potential groups on each item of the Decent Work Scale.
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indicated that the variance of each group was not equal in terms of
work need satisfaction, job satisfaction, and life well-being (Levene’s
Fryork need satistaction = 5-443, p=0.004; Levene’s Eigp guistaction = 8-467, p<0.05;
Levene’s Fige yell-being = 6.339, p=0.002). Therefore, Welch’ test was used
to examine the differences between profiles. The results showed
significant differences in work need satisfaction, job satisfaction, and
life well-being among the profiles: Welch’s Fy o need satisfaction (df1,
df2)=61.620 (2, 256.992), p<0.001; Welch’s Fip wiacion (dfl,
df2)=97.712 (2, 260.818), p<0.001; Welchs Fip verbemg (dfl,
df2) =68.596 (2, 256.937), p<0.001. Post-hoc multiple comparisons
using the Games-Howell method revealed significant differences
between the groups, as presented in Tables 6-8.

4 Discussion

This study aimed to explore the latent profiles of decent work
among Chinese employees using an individual-centered approach,

TABLE 2 Decent work scores for potential groups.

Latent class N Decent work
(M +SD)

1. Low pay group 117 4.21£0.53

2. Low free time group 188 4.85+0.46

3. High decent work 475 5.66+0.45

group

4. Overall 780 5.25+0.72

10.3389/fpubh.2024.1364431

providing a realistic and concrete description of their decent work
conditions. The study utilized LPA and a five-dimensional DWS to
identify groups with distinct decent work characteristics. Further,
differences in demographic variables, such as gender, age, education,
and socioeconomic status, as well as the positive effects of decent
work, such as work need satisfaction, job satisfaction, and life well-
being, were analyzed using various analytical methods.

The results of LPA showed that Chinese employees” decent work
could be divided into three types. The first type had the lowest scores
on the three items of the salary dimension and lower scores on other
items, which was named the low pay group’ The second type had the
lowest score on the three items of the free time dimension, and the
scores of the other items were at the middle level; this type was called
the low free time group. The third type involved the score on all items
being the highest, known as the ‘high decent work group. This result
was clearly at odds with the decent work research of Blustein et al. (3)
and Kim et al. (4) on working adults in the United States. Blustein
etal. (3) and Kim et al. (4) divided participants into five latent types.
Taking the study of Kim et al. (4) as an example, an LPA of decent
work in the white middle class with an annual income of approximately
$50,000 was conducted. The participants were divided into five types:
ordinary type (the scores of each dimension were close to the
theoretical mean); low medical insurance type; high medical insurance
type; under-decent type; decent type. The medical security dimension
is a prominent indicator of the segmentation of profiles, and the
medical security system in China differs significantly from that in the
United States. China’s medical security system is dominated by social
medical insurance, mainly for general income groups, which benefits
several people. The financing method involves participating in

TABLE 3 Differences in latent profiles of decent work by gender, marital status, education, and partner education.

Latent class

Category 1 Category 2 Category 3
Gender 3.175 0.204
Male 55 (17.3%) 69 (21.7%) 194 (61%)
Female 62 (13.4%) 119 (25.8) 281 (60.8)
Marital status 6.253 0.181
Unmarried 25 (19.7%) 34 (26.8%) 68 (53.5%)
Married 91 (14.0%) 154 (23.7%) 406 (62.4%)
Other 1(50.0%) 0 (0%) 1 (50%)
Education 11.705 0.165
High school and below 3 (50%) 1(16.7%) 2 (33.3%)
College 2 (12.5%) 5(31.3%) 9 (56.3%)
Undergraduate 75 (16.2%) 115 (24.8%) 273 (59.0%)
Postgraduate 29 (12.3%) 58 (24.7%) 148 (63.0%)
Ph.D. 8 (13.35%) 9 (15.0%) 43 (71.7%)
Partner education 20.874 0.007
High school and below 3 (37.5%) 2(25.0%) 3(37.5%)
College 16 (31.4%) 10 (19.6%) 25 (49.0%)
Undergraduate 66 (15.5%) 102 (23.9%) 259 (60.7%)
Postgraduate 23 (9.6%) 64 (26.8%) 152 (63.6%)
Ph.D. 9 (16.4%) 10 (18.2%) 36 (65.5%)
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TABLE 4 Age differences in latent profiles of decent work.

Latent Games-

type Howell (p)
1 2

1 117 | 33.00+6.82

2 188 | 3152£670 | 2.968 ‘ 0053 0.155

3 475 | 3135537 ‘ 0042 | 0947

TABLE 5 Socioeconomic status differences in latent profiles of decent
work.

Latent N Socioeconomic Welch Games-

type status (M + SD) Howell
(p)

1 117 535+1.46 ‘

2 188 5.68+1.34 19.788 ‘ 0.000  0.128

3 475 6.15+1.23 ‘ 0.000 | 0.000

insurance payments according to the law, and the service supply is
mainly for social pricing fees and insurance payments, aiming to
reduce the burden of medical expenses for residents. In the
United States, the medical insurance system is based on commercial
medical insurance, and benefits are concentrated in high-income
groups. The financing method is mainly voluntary, and the service
supply is shared at different prices (16). Therefore, the impact of
healthcare indicators on the latent profile of decent work among
Chinese workers is distinct from that observed in the U.S. context. The
difference in the results of the two studies also suggests the need for
decent work research in the Chinese context. As a special concept, the
influence of social background factors, such as socio-political
economy, historical culture, and mainstream values, should
be considered in decent work research.

In this study, the total score of decent work for all participants
(5.25+0.72) was higher than the theoretical mean value of the scale
(M=4), indicating that the level of decent work among Chinese
employees is relatively high. The low pay group had the lowest average
score for decent work, indicating that jobs with a low level of decent
work mainly reflected a low level of pay. The low free time group had
the second lowest average score, indicating that participants were
generally satisfied with the decent component of their work but
dissatisfied with the work occupying their personal time and not
having sufficient time to rest. Conversely, the high decent work group
had the highest average score for all five dimensions. Notably, the
scores of all three groups fluctuated downward for questions 2 and 8,
indicating that all participants felt pressure from interpersonal aspects
at work, regardless of the group to which they belonged. In terms of
income, participants were satisfied with their income when not
compared to others. Nevertheless, upon comparing to others, they felt
their income was not ideal. According to the ‘theory of social
comparison’ (33), people enhance the cognition of their situation
through comparison, which also leads to psychological gaps.

The low pay group felt their income was not ‘decent, and their
scores on free time were lower (although higher than those of the low
free time group), and their values aligned with organizational values
were the lowest among the three groups. According to Maslow’s (34)

Frontiers in Public Health

10.3389/fpubh.2024.1364431

hierarchy of needs theory, material needs are related to an individual’s
survival. Insufficient material needs can directly endanger an
individual’s life and inhibit the satisfaction of their growth needs.
Growth needs are much more complex than material needs, as they
involve favorable external conditions, such as economic and social
conditions (35). Salary is the main source of labor consumption
goods. Individuals exchange labor income for life necessities and other
consumer goods, which belong to the category of typical material
needs. The low pay group has a lower income, and their material needs
are not met. Therefore, they pay less attention to safe environments,
medical security, and organizational value fit at work. In fact, they
must give up more freedom and rest time in exchange for a higher
salary, which is reflected in their low scores in the free time dimension.

It is suggested that organizations should pay more attention to
employees’ actual work experiences and life needs while focusing on
their performance to ensure reasonable rest time. Additionally,
organizations should adopt various methods and strategies to convey
their values to employees and enhance the fit between employee and
organizational values. Individual employees should focus on
continuous learning and self-improvement, enhancing their business
knowledge and capabilities, and striving for more opportunities to
obtain decent jobs.

The decent work characteristics of the participants in the second
latent category (i.e., the low free time group) were more clearly
defined. The participants in this group provided relatively positive
evaluations of the four decent work components of safe environment,
healthcare, appropriate salary, and value fit, which were in the middle
of the three potential categories. However, the score for the decent
component of free time was the lowest among the three potential
categories. According to the resource conservation theory (36),
individuals have limited resources, and when they face stressful
situations, they first consume secondary resources to avoid the loss of
priority resources. When dealing with stressful work situations, some
employees choose to sacrifice their personal time to complete tasks
without punishment. Nevertheless, according to the recovery theory,
employees need sufficient time to recover after work physically and
mentally. If recovery is insufficient, the neurobiological system will
remain activated and will not return to a state of homeostasis (37).
Employees in their suboptimal form will have to make extra efforts to
cope with the demands of the next job, potentially leading to further
long-term fatigue (38). This may also provide an explanation for other
scores in the low free time group that were below those in the high
decent work group. Therefore, it is recommended that organizations
provide additional guidance and learning opportunities to these
employees. Such support could help them improve their time
management skills, enhance their business capabilities and working
methods, and ultimately increase their chances of obtaining high-
quality decent jobs.

In the overall sample, the high decent work group comprised the
highest proportion (60.9%) among participants, indicating that most
employees had a relatively high level of employment quality and work
experience. In comparison, Blustein et al. (3) and Kim et al. (4)
reported proportions of the decent work group to be 11.2 and 31.8%,
respectively. While these differences are notable, it's important to
interpret them cautiously. Given the similar proportions of the middle
class in the samples of these studies and our research, these findings
might suggest potential differences in perceived employment quality
and work experiences between our Chinese sample and the American
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TABLE 6 Differences in work need satisfaction among latent profiles of
decent work.

Work need Games-
satisfaction Howell (p)
(M +SD) 1 5
1 117 5.05+0.67 ‘
2 188 5.53+0.64 61.620 ‘ 0.000 | 0.000
3 475 5.77+0.55 ‘ 0.000  0.000

TABLE 7 Differences in job satisfaction among latent profiles of decent
work.

Latent N Job Welch Games-

type satisfaction Howell (p)
(M +SD) 1 2

1 117 3.07+0.67 ‘

2 188 3.77+0.55 97.712 ‘ 0.000 | 0.000

3 475 4.00+0.54 ‘ 0.000 | 0.000

TABLE 8 Differences in life well-being among latent profiles of decent
work.

Latent N Games-

type Howell (p)
2

1 117 4.24+1.07 ‘

2 188 493+1.03 68.596 ‘ 0.000 | 0.000

3 475 5.43+0.89 ‘ 0.000 | 0.000

samples in the cited studies. However, due to our limited sample size
and potential sampling biases, we cannot conclusively generalize these
results to all Chinese employees or make definitive cross-cultural
comparisons. Further research with larger, more representative
samples would be needed to confirm these preliminary observations.

These results have important implications for the construction
and measurement of decent work in previous studies. As mentioned
earlier, some studies (2, 15) have assumed population homogeneity in
the sample and treated decent work as a co-increase or co-decrease or
an all-or-nothing single-dimensional concept. However, the findings
of this study suggest that the components of decent work do not
always co-occur, especially regarding pay and free time. This means
that not every job has all the necessary components for decent work.
These results also suggest that while decent work may be appropriate
to measure as a whole in some circumstances, it may be more
appropriate to consider subscales of decent work that may be disjoint;
these subscales should be carefully selected based on actual
circumstances and subjects.

Differences in demographic variables and the positive impact of
decent work across groups were analyzed using various analytical
methods. First, the differences in gender, age, marital status, education,
partner education, and socioeconomic status among the three
potential types were examined using a chi-square test. The results
showed no significant differences in gender, marital status, or
educational background among the three potential types. Nonetheless,
there were significant differences in the partners’ educational
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backgrounds and socioeconomic status. Specifically, the higher the
educational background of the partner, the greater the proportion of
the ‘high decent work group’ The higher the socioeconomic status, the
greater the proportion of the ‘high decent work group.

There were no significant gender differences among the three
potential types (y’=3.175, p=0.204), which is consistent with Blustein
et al. (3) and other decent work studies based on the Psychology of
Working theory (39) but not with the findings of Kalleberg (40) and
Kim et al. (4). Kalleberg (40) shows that women are disadvantaged in
employment and are more likely to obtain unsafe and precarious jobs.
Kim et al. (4) show that women comprise a higher proportion in the
under-decent group (78.6%), low medical insurance group (77.8%),
and average group (76.8%). Although this study is inconsistent with
similar studies in terms of gender differences, it does not deny the
impact of gender in the workplace. While gender is not prominent in
predicting decent work, future research could consider the relationship
between gender and other work or workplace factors such as income
gaps, promotion ceilings, and workplace sexual harassment.

There were no significant differences in age or education among
the three latent types, which is inconsistent with the results of previous
studies. Referring to similar studies, Blustein et al. (3) and Kim et al.
(4) reported the effect of age and education on decent work—the older
the age, the smaller the proportion of participants in the high decent
work group, and the higher the education, the greater the proportion
of participants in the high decent work group. In terms of age, this
may be due to inconsistent results occurring from differences in
workplace cultures between China and the United States. The Oriental
workplace culture represented by China respects seniority, where
people acquire the same type of position, and the longer they work,
the more experience they have. The social culture of respecting older
adults may also play a role in promoting seniority worship (41). In
terms of educational level, some participants may have developed the
perception that their educational level was higher than their job
requirements (i.e., excess qualifications), and they did not have the
opportunity to display their talents fully. Their efforts were not
properly rewarded, which, in turn, led to emotions such as self-reward
and self-compassion (42). This may have reduced the participants’
perceptions of the decent elements of their work. Additionally, some
highly educated subjects may be overly relied upon by their work units
and appear to have role overload, role ambiguity, and so on, leading
to excessive occupation of personal time and space, psychological
exhaustion, depersonalisation, and other burnout states (43). In turn,
these aspects decrease individuals' perceptions of the decent
component of work. Consequently, some highly educated participants
were also distributed in the low pay and low free time groups in
this study.

The three potential types differed in terms of partner education
and socioeconomic status. The higher the partner’s education, the
greater the proportion of the ‘high decent work group. There are two
possible explanations for this finding. First, participants with high
decent job characteristics may have more advantages in terms of
marriage and love. They have safe and stable jobs, appropriate
remuneration, and sound medical insurance. Further, they are highly
aligned with organizational values and have broad job prospects. Thus,
they are more likely to attract partners with high-quality characteristics
(such as a high degree of education). According to an old saying, ‘only
when the phoenix tree is planted can the golden phoenix be attracted.
Therefore, participants with high decent work characteristics are more
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likely to meet a partner with superior mate characteristics. Another
explanation is that highly educated partners usually have higher
cognitive levels and work-related abilities or skills; hence, they can
provide more support for their significant others, especially in terms
of family-work facilitation (44). According to the spillover theory,
people bring the knowledge, experiences, emotions, skills, and
behaviors built up at work into the home domain and vice versa (45).
Highly educated couples can share their knowledge and experience,
helping each other improve their business skills, increase their
interpersonal skills in the workplace, or provide more social support
for their partners in other aspects. These aspects help each other cope
more effectively with work challenges, gain efficiency and effectiveness,
enhance positive evaluations of work, and improve the level of decent
work. Individuals with high socioeconomic status have more resources
and support and greater opportunities and possibilities to obtain
decent work (1). Thus, their economic status will also be rated higher
than those with low levels of decent work. These two explanations are
consistent with previous findings on decent work (39).

Furthermore, Welch’s test was used to determine the difference in
the positive impact of decent work among the three potential types,
and the results showed that there were significant differences among
the groups in work need satisfaction, job satisfaction, and life well-
being. This finding is consistent with the Psychology of Working
theory (39) and previous studies on decent work (3, 4). These results
show the actual work experience of Chinese employees more clearly
and provide supporting evidence from China for the Psychology of
Working theory.

Our findings showed that the high decent work group also had the
highest percentage of high scores in work need satisfaction, while the
low pay group had the lowest work need satisfaction, consistent with
the theoretical expectations of Psychology of Working framework (1,
26). These findings on job satisfaction and well-being are consistent
with previous research and theories (10, 46). Participants with high
decent work were more likely to report high job satisfaction and well-
being, supporting the basic framework of the Psychology of Working
theory (1).

This study used Chinese employees as a sample and applied an
individual-centered LPA method to conduct a more realistic
investigation of their decent work characteristics. This approach
supports the Psychology of Working theory and expands its cross-
cultural application scope.

While some of our findings may be specific to the Chinese
context, others potentially offer generalizable insights into decent
work across cultures. The emergence of a low pay profile aligns with
global concerns about income inequality and working poverty (12),
suggesting that inadequate compensation remains a critical issue in
defining decent work across contexts. Similarly, the identification of a
low free time profile reflects growing global concerns about work-life
balance and the “always-on” work culture facilitated by
technology (47).

However, the absence of a healthcare-focused profile, which was
prominent in U.S. studies (4), may be specific to the Chinese context,
reflecting the country’s near-universal healthcare coverage (48). This
highlights the importance of considering national policies and systems
when studying decent work across cultures.

The strong association between the high decent work profile and
positive outcomes (work need satisfaction, job satisfaction, and life
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well-being) appears to be consistent across cultures, supporting the
universal relevance of decent work for employee well-being as
proposed by the Psychology of Working Theory (1). Besides, the three
latent types showed significant differences in demographic and
outcome variables, suggesting that decent work is not an all-or-
nothing construct and that its intrinsic components should be flexibly
combined based on the research context and purpose.

5 Contributions

There are three key contributions of this study. First, we provide
empirical evidence for the heterogeneity of decent work experiences
within the Chinese workforce, challenging the notion of decent work
as a unidimensional construct. Second, we demonstrate the significant
associations between decent work profiles and important outcomes
such as work need satisfaction, job satisfaction, and life well-being,
reinforcing the critical role of decent work in employee well-being.
Third, we highlight the unique characteristics of decent work in the
Chinese context, particularly the absence of a healthcare-focused
profile and the prominence of free time as a distinguishing factor.

These findings have important implications for theory, research,
and practice. Theoretically, they support the core tenets of the
Psychology of Working Theory while also suggesting the need for
cultural adaptations. For researchers, our results underscore the
importance of using person-centered approaches and considering
cultural context in the study of decent work. Practically, our findings
can inform organizational policies and interventions aimed at
promoting decent work, particularly in addressing issues of
compensation and work-life balance.

6 Limitations and prospects

This study has some limitations. Although efforts were made to
recruit as many participants as possible, the study’s sample size was
limited and may not be representative of the entire working population
in China, particularly because of the COVID-19 pandemic.
Furthermore, all participants in this study were working adults, most
of whom worked in state-owned enterprises and government agencies
and had a high level of education. Approximately 97.1% of the
participants had a bachelor’s degree. An important limitation of our
sampling method is that it may have excluded very low-income
workers or those facing difficulties in accessing or understanding the
questionnaire due to limited literacy or technological access. This
potential exclusion of marginalized workers is a concern in decent
work research, as these populations are often most vulnerable to
indecent work conditions. Future studies should strive to include
more diverse samples and develop methodologies to reach and
accurately assess the experiences of workers across all socioeconomic
levels and literacy backgrounds. Therefore, caution should be exercised
when generalizing these findings to other populations, particularly to
those in informal employment, migrant workers, or those with lower
educational attainment. Future studies should aim to recruit more
diverse samples that better represent the full spectrum of the Chinese
workforce. Moreover, in the difference test, only demographic and
outcome variables were examined; other predictors in the framework
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of the Psychology of Working theory were not investigated. Future
research should explore the longitudinal dynamics of decent work
profiles, investigate potential mediators and moderators of the
relationship between decent work and outcomes, and conduct cross-
cultural comparisons to further elucidate the universal and context-
specific aspects of decent work. Additionally, examining decent work
in the growing gig economy and among migrant workers in China
could provide valuable insights into the evolving nature of work in the
country. Researchers should also consider developing and validating
methods to assess decent work among populations with varying levels
of literacy and access to technology, ensuring that future studies can
capture a more comprehensive picture of decent work across all
segments of society.

7 Conclusion

This study provides novel insights into the nature and implications
of decent work in the Chinese context, contributing to the growing
body of international research on this crucial concept. Our findings
reveal three distinct profiles of decent work among Chinese employees:
low pay, low free time, and high decent work. These profiles
demonstrate both similarities and differences compared to those
identified in Western contexts, highlighting the importance of cross-
cultural research in this area.

Data availability statement

The raw data supporting the conclusions of this article will
be made available by the authors, without undue reservation.

Ethics statement

The studies involving humans were approved by the Institutional
Review Board of Henan University. The studies were conducted in
accordance with the local legislation and institutional requirements.
The participants provided their written informed consent to
participate in this study.

References

1. Duffy RD, Blustein DL, Diemer MA, Autin KL. The psychology of working theory.
J Couns Psychol. (2016) 63:127-48. doi: 10.1037/cou0000140

2. Ferraro T, Pais L, Moreira JM, Dos Santos NR. Decent work and work motivation
in knowledge workers: the mediating role of psychological capital. Appl Res Qual Life.
(2018) 13:501-23. doi: 10.1007/5s11482-017-9539-2

3. Blustein DL, Duffy R, Ferreira JA, Cohen-Scali V, Cinamon RG, Allan BA.
Unemployment in the time of COVID-19: a research agenda. J Vocat Behav. (2020)
119:103436. doi: 10.1016/j.jvb.2020.103436

4. Kim H]J, Duffy RD, Allan BA. Profiles of decent work: general trends and group
differences. ] Couns Psychol. (2021) 68:54-66. doi: 10.1037/cou0000434

5. International Labour Organization. Decent work: report of the director-general to
the 87th session of the international labour conference. Geneva: ILO (1999).

6. Deranty JP, MacMillan C. The ILO's decent work initiative: suggestions for an
extension of the notion of "decent work". ] Soc Philos. (2012) 43:386-405. doi: 10.1111/
josp.12003

7. Sehnbruch K, Burchell B, Agloni N, Piasna A. Human development and decent
work: why some concepts succeed and others fail to make an impact. Dev Chang. (2015)
46:197-224. doi: 10.1111/dech.12149

Frontiers in Public Health

10

10.3389/fpubh.2024.1364431

Author contributions

SW: Writing - original draft, Writing - review & editing. KF:
Writing - original draft, Writing - review & editing. FC: Data
curation, Investigation, Resources, Writing - original draft. YL:
Funding acquisition, Project administration, Resources, Supervision,
Writing - review & editing. GZ: Funding acquisition, Project
administration, Resources, Supervision, Validation, Writing - review
& editing.

Funding

The author(s) declare financial support was received for the
research, authorship, and/or publication of this article. This study was
funded by the Natural Science Foundation of Henan Province (No.
242300420476), the 2022 Postdoctoral Research Funding Project of
Henan Province (No. 310342), and the general project of Humanities
and Social Sciences in colleges and universities of Henan Province
(2024-Z7JH-306 & 2025-ZZJH-031).

Acknowledgments
We are grateful for the support from our families.
Conflict of interest

The authors declare that the research was conducted in the
absence of any commercial or financial relationships that could
be construed as a potential conflict of interest.

Publisher’'s note

All claims expressed in this article are solely those of the authors
and do not necessarily represent those of their affiliated organizations,
or those of the publisher, the editors and the reviewers. Any product
that may be evaluated in this article, or claim that may be made by its
manufacturer, is not guaranteed or endorsed by the publisher.

8. Standing G. The ILO: an agency for globalization? Dev Chang. (2008) 39:355-84.
doi: 10.1111/§.1467-7660.2008.00484.x

9. Woo SE, Jebb AT, Tay L, Parrigon S. Putting the “person” in the center: review and
synthesis of person-centered approaches and methods in organizational science. Organ
Res Methods. (2018) 21:814-45. doi: 10.1177/1094428117752467

10. Blustein DL. The importance of work in an age of uncertainty: the eroding work
experience in America. New York: Oxford University Press (2019).

11. National Bureau of Statistics of China (2021). Statistical Communiqué of the
People's Republic of China on the 2020 National Economic and Social Development.
Available at: http://www.stats.gov.cn/english/PressRelease/202102/t20210228_1814177.
html (Accessed March 25, 2023)

12. International Labour Organization. Decent work country programme for China
(2016-2020). Geneva: ILO (2019).

13. National Bureau of Statistics of China. China statistical yearbook 2020. Beijing:
China Statistics Press (2020).

14. Xiao Y, Cooke FL. Work-life balance in China? Social policy, employer strategy
and individual coping mechanisms. Asia Pac ] Hum Resour. (2012) 50:6-22. doi:
10.1111/j.1744-7941.2011.00005.x

frontiersin.org


https://doi.org/10.3389/fpubh.2024.1364431
https://www.frontiersin.org/journals/public-health
https://www.frontiersin.org
https://doi.org/10.1037/cou0000140
https://doi.org/10.1007/s11482-017-9539-2
https://doi.org/10.1016/j.jvb.2020.103436
https://doi.org/10.1037/cou0000434
https://doi.org/10.1111/josp.12003
https://doi.org/10.1111/josp.12003
https://doi.org/10.1111/dech.12149
https://doi.org/10.1111/j.1467-7660.2008.00484.x
https://doi.org/10.1177/1094428117752467
http://www.stats.gov.cn/english/PressRelease/202102/t20210228_1814177.html
http://www.stats.gov.cn/english/PressRelease/202102/t20210228_1814177.html
https://doi.org/10.1111/j.1744-7941.2011.00005.x

Wang et al.

15. Dufty RD, Allan BA, England JW, Blustein DL, Autin KL, Douglass RP, et al. The
development and initial validation of the decent work scale. J Couns Psychol. (2017)
64:206-21. doi: 10.1037/cou0000191

16. Chen L, Fei Q. The evolution and enlightenment of American health security
system based on the view of “shopping problem”. Theory J. (2019) 281:96-104.

17. Hofstede G. Intercultural co-operation in organisations. Manag Decis. (1982)
20:53-67. doi: 10.1108/eb001305

18. Parboteeah KP, Cullen JB. Social institutions and work centrality: explorations
beyond national culture. Organ Sci. (2003) 14:137-48. doi: 10.1287/orsc.14.2.137.14989

19. Feng X. The meaning of work: the identity and change of two generations. Soc Sci
Res. (2011) 3:83-90.

20. Schmiege SJ, Masyn KE, Bryan AD. Confirmatory latent class analysis: illustrations
of empirically driven and theoretically driven model constraints. Organ Res Methods.
(2018) 21:983-1001. doi: 10.1177/1094428117747689

21.Yin K, Peng ], Zhang J. The application of latent profile analysis in organizational
behavior research. Adv Psychol Sci. (2020) 28:1056-70. doi: 10.3724/SP.J.1042.2020.01056

22.Su B, Zhang ], Yu C, Zhang W. Identifying psychological or behavioral problems
of college students: based on latent profile analysis. Psychol Dev Educ. (2015) 31:350-9.

23. Bray BC, Lanza ST, Collins LM. Modeling relations among discrete developmental
processes: a general approach to associative latent transition analysis. Struct Equ Model.
(2010) 17:541-69. doi: 10.1080/10705511.2010.510043

24.Morin AJS, Bujacz A, Gagné M. Person-centered methodologies in the
organizational sciences: introduction to the feature topic. Organ Res Methods. (2018)
21:803-13. doi: 10.1177/1094428118773856

25. Magidson J, Vermunt J. Latent class models for clustering: a comparison with
K-means. Can ] Market Res. (2002) 20:36-43.

26. Autin KL, Duffy RD, Blustein DL, Gensmer NP, Douglass RP, England JW, et al.
The development and initial validation of the work needs satisfaction scale: measuring
basic needs within the psychology of working theory. J Couns Psychol. (2019)
66:195-209. doi: 10.1037/cou0000323

27. Adler NE, Epel ES, Castellazzo G, Ickovics JR. Relationship of subjective and objective
social status with psychological and physiological functioning: preliminary data in healthy
white women. Health Psychol. (2000) 19:586-92. doi: 10.1037/0278-6133.19.6.586

28.Tsui AS, Egan TD, Ca IO. Being different: relational demography and
organizational attachment. Adm Sci Q. (1992) 37:549-79. doi: 10.2307/2393472

29. Zheng XM, Zhu WC, Zhao HX, Zhang C. Employee well-being in organizations:
theoretical model, scale development, and cross-cultural validation. J Organ Behav.
(2015) 36:621-44. doi: 10.1002/j0b.1990

30. Ryan RM, Deci EL. Self-determination theory and the facilitation of intrinsic
motivation, social development, and well-being. Am Psychol. (2000) 55:68-78. doi:
10.1037/0003-066X.55.1.68

Frontiers in Public Health

11

10.3389/fpubh.2024.1364431

31. Muthén LK, Muthén BO. Mplus user's guide. 8th ed. Los Angeles, CA: Muthén &
Muthén (1998-2017).

32.IBM Corp. IBM SPSS statistics for windows, version 26.0. Armonk, NY: IBM Corp
(2019).

33. Festinger L. A theory of social comparison processes. Hum Relat. (1954) 7:117-40.
doi: 10.1177/001872675400700202

34. Maslow AH. A theory of human motivation. Psychol Rev. (1943) 50:370-96. doi:
10.1037/h0054346

35. Peng D. (2003). Basic psychology. Beijing: Normal University Publishing Group,
329-330.

36. Hobfoll SE. Conservation of resources: a new approach at conceptualizing stress.
Am Psychol. (1989) 44:513-24. doi: 10.1037/0003-066X.44.3.513

37. Meijman TE, Mulder G. Psychological aspects of workload In: Eds. P. J. D.
Drenth, H. Thierry, and C. J. de Wolff. A handbook of work & organizational psychology.
Hove: Psychology Press (1998) 5-33.

38. Sonnentag S, Mojza EJ, Demerouti E, Bakker AB. Reciprocal relations between
recovery and work engagement: the moderating role of job stressors. ] Appl Psychol.
(2012) 97:842-53. doi: 10.1037/20028292

39. Blustein DL, Duffy R. Psychology of working theory In: SD Brown and RW Lent,
editors. Career development and counseling: putting theory and research to work. 3rd
ed. New York: Wiley (2021).

40. Kalleberg AL. Precarious lives: job insecurity and well-being in rich democracies.
New York: Wiley (2018).

41. You Q. The “grievances” and self-reflection of people on the margins of the
organization. Leadership Sci. (2017) 3:11-2.

42. Cheng B, Zhou X, Guo G. Effects of perceived overqualification on employees’ career
satisfaction: from the perspective of cognition. Bus Manag ] China. (2019) 41:107-21.

43.Lin M, Ling Q. The impact of employees’ role stress on job satisfaction: the
moderating role of organizational climate. Hum Resour Dev China. (2016) 2:6-16.

44. Fei X, Tang H, Ma H. Work-life supports from family in the idea of work-life
balance, concept, dimension and function. J Psychol Sci. (2017) 40:708-13.

45, Staines GL. Spillover versus compensation: a review of the literature on the
relationship between work and nonwork. Hum Relat. (1980) 33:111-29. doi:
10.1177/001872678003300203

46. Swanson JL. Work and psychological health In: NA Fouad, JA Carter and LM
Subich, editors. APA handbook of counseling psychology. Washington, D.C.: American
Psychological Association (2012) 3-27.

47. Messenger JC. Working time and the future of work. Geneva: ILO (2018).

48. Yu H. Universal health insurance coverage for 1.3 billion people: what accounts for
China's success? Health Policy. (2015) 119:1145-52. doi: 10.1016/j.healthpol.2015.07.008

frontiersin.org


https://doi.org/10.3389/fpubh.2024.1364431
https://www.frontiersin.org/journals/public-health
https://www.frontiersin.org
https://doi.org/10.1037/cou0000191
https://doi.org/10.1108/eb001305
https://doi.org/10.1287/orsc.14.2.137.14989
https://doi.org/10.1177/1094428117747689
https://doi.org/10.3724/SP.J.1042.2020.01056
https://doi.org/10.1080/10705511.2010.510043
https://doi.org/10.1177/1094428118773856
https://doi.org/10.1037/cou0000323
https://doi.org/10.1037/0278-6133.19.6.586
https://doi.org/10.2307/2393472
https://doi.org/10.1002/job.1990
https://doi.org/10.1037/0003-066X.55.1.68
https://doi.org/10.1177/001872675400700202
https://doi.org/10.1037/h0054346
https://doi.org/10.1037/0003-066X.44.3.513
https://doi.org/10.1037/a0028292
https://doi.org/10.1177/001872678003300203
https://doi.org/10.1016/j.healthpol.2015.07.008

	Latent profile analysis on the decent work of Chinese employees: applying the Psychology of Working theory
	1 Introduction
	2 Methods
	2.1 Participants
	2.2 Measurements
	2.2.1 Decent work
	2.2.2 Work need satisfaction
	2.2.3 Socioeconomic status
	2.2.4 Job satisfaction
	2.2.5 Life well-being
	2.3 Data analysis

	3 Results
	3.1 Analysis results of latent profiles
	3.2 Differences in demographic variables of the latent profiles of decent work
	3.3 Difference in the positive effects of the latent profiles of decent work

	4 Discussion
	5 Contributions
	6 Limitations and prospects
	7 Conclusion

	 References

