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Abstract
The present study aims to determine whether compensation and the quality of interpersonal
relationships are predictors of job satisfaction, and whether gender moderates this
relationship. The study involved 125 individuals employed in various organizations.
Convenience sampling was used to collect the data. The results showed that compensation is
a positive and statistically significant predictor of job satisfaction, while the relationship
between the quality of interpersonal relationships and job satisfaction was found to be very
weak. The quality of interpersonal relationships emerged as a negative predictor, suggesting
that in some cases, interpersonal connections may not contribute to job satisfaction. The
moderation analysis did not confirm that gender moderates the relationship between these
variables. Accordingly, the influence of compensation and the quality of interpersonal
relationships on job satisfaction was similar for both men and women. The findings indicate
that job satisfaction is a complex phenomenon influenced equally by material incentives and
social factors. At the same time, organizational policy planning requires a comprehensive

approach that considers both compensation and the quality of employee relationships.
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