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Abstract. In the turbulent business environment of today, the competitiveness of all 

organizations is primarily based on intangible resources. Due to global competition, 

the permanent actualization of employee competencies is imperative for the long-term 

survival of organizations. The higher education system bears a special responsibility in 

this process, as it provides an upgrade for the development of the previously obtained 

competencies of future employees. Higher education is the system focused on dual core 

functions of knowledge creation and knowledge transmission through the processes of 

research and teaching (Houston et al, 2006, 17). To ensure high-level competences in 

future employees, it is crucial for the higher education system (teaching staff) to 

provide students with the latest knowledge in their field. The job satisfaction of 

academic staff is reflected in the quality of teaching and communicating with students 

(Runhaar, 2017, 646-647). The aim of this paper is to determine the level of general 

and partial satisfaction of teaching staff at the institutions of higher education in the 

Republic of Serbia. The method implemented for determining the level of satisfaction, 

was Spector’s Job Satisfaction Survey – JSS (Spector, 1985), in the form of an on-line 

questionnaire. The pilot research was conducted in December 2018 and January 2019. 

The sample consists of 58 respondents - teachers from higher educational institutions 

in the Republic of Serbia. The results of general job satisfaction survey indicate that 

teachers are generally ambivalently satisfied with their job, they are neither satisfied, 

nor dissatisfied. The results of partial satisfaction show that teaching staff is most 

satisfied with the nature of their job. 
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1. INTRODUCTION 

Knowledge and human resources are the basis of every society. Employee development 

is directly related to the performance of the employees and also to the performance of the 

organization (Szabó et al., 2019). Bogićević Milikić (2019) points out that learning and 

development is directed towards improving individual and organizational performance 

through the development of an employee's capacity to contribute to the organization's 

efficiency. Stronger human resource development requires stronger links between the 

education and research systems and all other sectors, in order to make better use of existing 

and created resources through higher education (RS Scientific and Technological 

Development Strategy, 2016, 5). Education system of a society is a key determinant of its 

development (Jovanović-Kranjec & Despotović, 2018), while investments in education, 

research and development, and innovation result in knowledge-driven and sustainable 

development (Jednak et al., 2018; Krstić et al., 2018), and higher competitiveness of a 

country (Jovanović, 2018). 

The situation in Serbia‟s education system has been influenced by social, political and 

economic changes in the past two decades. There is an expressed need for reforms in 

education in order to rebuild the school system, as well as improve and develop education, 

as a part of the complex reforms of the whole society (Hebib & Spasenovic, 2011, p. 376). 

In Serbia, the modern reforms of higher education system started with the implementation 

of the Bologna Declaration and the establishment of the Commission for Accreditation and 

Quality Assurance (The Law on Higher Education of the Republic of Serbia, 2005), which 

was revised in 2018 into the National Accreditation Body (The Law on Higher Education of 

the Republic of Serbia, 2017). The goal of the reforms in the education system was to 

modulate the existing curriculum and study plans with those similar in the European Higher 

Education Area, thereby enabling the identification and recognition of a previously acquired 

education level. The generated “European model” in higher education system in Serbia, has 

normative (cooperation, dialog, variation, mobility) and structural dimensions (Bologna 

process). Given the teaching staff‟s international orientation, it has become easier to 

participate in international networks of higher education.  

To achieve the established mission and vision, the Strategy of education determines 

specific objectives: stimulating excellence and relevance of scientific research in Serbia; 

strengthening the integration of science, economy and society to stimulate innovations; 

establishing efficient management system in science and innovation in Serbia; assuring 

excellence and availability of human resources in science, economy and social affairs; 

promoting international cooperation of science and innovation; increasing investment in 

research and development through public funding and through stimulating the funding 

from the business sector (Strategy on Scientific and Technological development of the 

Republic of Serbia for the period 2016-2020, 2016, p. 8).   

The current Law on higher education in Serbia defines these job positions at faculties: 

full professor, associate professor, assistant professor and assistant, while at colleges and at 

colleges of applied studies these are: professor of applied studies, higher college teacher, 

college teacher and assistant at college. Less than 10% of Serbia‟s population has a degree 

in higher education, in fact only 6.5% (Statistical Pocketbook of Serbia, 2018, p. 122-130). 

Academic staff at higher educational institutions has to be equipped with the latest 

knowledge in their field when teaching their students. The motivation and ability of 
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academic staff to develop students' competences are influenced by many factors, but 

among them the satisfaction with their own working environment is one of the most 

crucial ones (Runhaar & Sanders, 2016, p. 806-808). A positive and healthy working 

environment will result in a satisfied and motivated member of academic staff (Stankovska 

et al., 2017, p. 159). This is especially true since higher education working environment is 

the key to organization success and competitive advantage (Pham-Thai, 2018, p. 951). The 

results of an organization are the sum of their employees‟ results; actually, the organization‟s 

results mirror their results of the employees‟ job satisfaction or dissatisfaction (Spector, 1997, 

p. 55). 

The aim of this paper is to determine the level of job satisfaction of academic staff at 

higher educational institution in Serbia, through the level of general job satisfaction, as well 

as to determine the level of partial satisfaction concerning the nature of work, co-workers, 

pay, promotion, fringe benefits, contingent rewards, communication, supervision, and 

working conditions. 

2. THEORETICAL BACKGROUND 

2.1. Job Satisfaction 

Job satisfaction is a vital factor in the field of human resource management, based on 

employee`s perception – to what extent does the job offer exactly what the employee 

expects from it (Amaresena et al, 2015, p. 541; Stankovska et al, 2017, p. 160). Job 

satisfaction can be considered as a general attitude towards work, or satisfaction according 

to various dimensions of work, such as: pay, job promotion possibility, superiors and 

colleagues (Zimanji, Šušnjar, 2007, p. 135). It is an enjoyable or positive emotional state 

resulting from the appraisal of one`s job or job experiences (Locke, 1976; Đorđević et al., 

2017, p. 265). Paul E. Spector highlighted three reasons concerning the importance of job 

satisfaction: humanitarian perspective of work, positive emotional attitude of job and 

totality positive effect on organization performance (Spector, 1997, p. 2). 

Job satisfaction can be defined as a cognitive, affective and evaluative individual reaction 

to a job. The cognitive component contains what a person believes to know about the subject 

of attitude; the evaluative component refers to how much the given person likes or dislikes 

the goods (or person); and behavioristic component contains certain predisposition to acting 

in a certain direction (Zimanji, Šušnjar, 2007, p. 135). Job satisfaction is an attitude – a 

feeling of relative like or dislike towards something. Employees‟ attitudes consist of feelings, 

thoughts, and intentions to act. An employee as an individual often adjusts their own attitude 

in accordance with the attitude of the group (team) he/she belongs to. Generally, attitudes are 

acquired for a long time, so that job satisfaction or dissatisfaction occurs when an employee 

receives more and more information about his/her work place. If the causes of job satisfaction 

are determined, they cannot be ignored later, because those causes may vary and lead to job 

dissatisfaction. Permanent monitoring of job satisfaction is a need based on the fact that job 

satisfaction is a dynamical attitude. Job satisfaction is a part of life satisfaction and has 

interactive influence. Apart from job satisfaction, life satisfaction is affected by family, 

religion, policy and vacation, too (Newstrom, 2007, p. 204-205). 

The antecedents of job satisfaction can be classified into two major categories. First, 

the job environment itself and factors associated with the job. This includes how people 
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are treated, the nature of the task, relations with other people in the workplace, and 

rewards. Second, there are individual factors such as personality and prior experiences. 

The two categories of antecedents often work together in order to influence employee 

satisfaction. The basic assumption of job characteristics theory is that people can be 

motivated by the satisfaction they experience through performing their tasks. When they 

find their work to be enjoyable and meaningful, people will like their jobs and will be 

motivated to perform their jobs well (Spector, 1997, p. 30-31). 

If there is harmony between the personality of the employee and the job requirements, 
the employees will better use their knowledge and ability, which is beneficial and allows 
them to fulfill their needs for achievement, as well as achieve greater job satisfaction. 
Finding harmony of personality and job requirements is important for the organization, 
especially in relation to work quality (Hadžić & Nedeljković, 2010, p. 171). 

Job satisfaction has a direct impact on professional (Shamina, 2014, p. 1-3) and 
organizational commitment (Trivellas & Santouridis, 2016, p. 171) and also motivates 
employees to increase their productivity (Khan et al, 2014, p. 54). Job satisfaction, as an 
attitude, has significant relations with organizational performances, job performances of 
employees, organizational citizenship behavior (Ivanović-Đukić et al., 2018, p. 13), 
organizational justice (Đorđević et al., 2018, p. 148), turnover intentions and absenteeism 
(Došenović, 2018, p. 365). 

Research on job satisfaction should include demographic factors such as gender, age, 
years of working experience, number of years spent on the work position and level of 
work position (Castillo & Cano, 2004, p. 68; Hadžić & Nedeljković, 2010, p. 187). 

The measuring of job satisfaction is important, because the results may indicate 
differences between employee expectations of the job and what the job truly offers 
(Amaresena et al, 2015, p. 544; Hadžić & Nedeljković, 2010, p. 42-52). Today, there are 
different models of measuring job satisfaction, where the dependent variable is job 
satisfaction, and the independent variables can be compensation, work environment, 
characteristics of the job, organizational decisions, leadership, interpersonal relationships, 
self-respect, workload, autonomy, social recognition and supervision (Azumah et al, 2017, 
p. 3). 

2.1.1. Job satisfaction of academic staff in higher education 

Job satisfaction is important to perform any job adequately. While satisfaction with 

the job is an important phenomenon in any sector, it is especially vital in the education 

sector (Nigama et al, 2018, p. 2645). Job satisfaction of academic staff is crucial to retain 

teachers and a significant determinant of the commitment of academic staff, which acts 

as feedback regarding efficiency of work in a school as organization (Munir & Khatoon, 

2015, p. 454). 

Job satisfaction of the staff employed in educational institutions refers to the effective 

relation of teachers to their role as lecturers and to the function of the observed relation 

between what employees expect from the teaching and what the educational institution 

really offers them (Jošanov-Vrgović, 2012, p. 16). 

Satisfaction of academic staff brings benefits to teachers, students and educational 

institution. Teachers play an important role in creating better environment and working 

atmosphere at universities, therefore, teachers who are satisfied with their job can 

significantly contribute to how successful the educational institution as an organization is 

(Ahmad et al., 2018). 
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Job satisfaction of employees in higher education is reflected through a better chance for 

promotion and professional development (Al-Rubaish et al., 2011, p. 1), status within the 

society (Saiti & Papadopoulos, 2014, p. 74), research funding (Ali, 2009, p. 291),  flexible 

working time (Popović et al., 2015, p. 34), good work environment (Stankovska et al., 

2017, p. 160), elements of organizational culture (Andreassi et al., 2014, p. 56; Ali, 2009, p. 

290), good working experience (Qazi & Jeet, 2017, p. 179) and adequate compensation 

(Khalid et al., 2012, p. 128; Nandan & Krishna, 2013, p. 134; Bodla et al., 2014, p. 23).  

Research about job satisfaction can help management and teachers to further develop 

the quality of education (Toker, 2011, p. 156). 

In a study at the state university in Skopje (North Macedonia), the authors used the 

JSS questionnaire (Job Satisfaction Survey: Spector, 1985) to measure general job 

satisfaction. JSS contains 36 items, grouped in 9 partial indicators related to employees‟ 

attitude about the job: payment, promotion, supervision, benefits, rewards, procedures, 

colleagues, nature of job, and communication at workplace. The results of general job 

satisfaction indicated that academic staff are satisfied with their job, while the analysis of 

partial indicators show that academic staff are satisfied with supervision but dissatisfied 

with benefits and rewards (Stankovska et al., 2017, p. 163). 

To determine the relation between HRM practice and job satisfaction, authors Bodla 

et al. (2014) used correlation and regression analysis in their study. The authors proved 

that the increase of working performance results in the increase of job satisfaction level, 

and there is a positive relation between performance appraisal and job satisfaction. The 

regression coefficient shows that carrier planning and pay increase has a positive and 

significant impact on the increase of job satisfaction of academic staff. 

A study at a state university in Sri Lanka on the assessment of job satisfaction among 

academic staff used 5-point Likert`s scale. The result concerning general job satisfaction is 

3.95, which is higher than 3 (the neutral value in this example) and it means that academic 

staff are satisfied (Amaraesena et al., 2015, p. 547). Another study (Khalid, 2012, p. 130-

131) obtained at universities in Pakistan (both state universities and private ones) indicated 

differences in compensation between state and private universities. Teachers as employees 

in the private sector are satisfied with their payment and promotion, while employees at 

state universities are satisfied with the nature of work and job security. One more study, 

conducted by authors Machado et al. (2011) indicated that general job satisfaction is higher 

at private universities than at state universities. Among the analyzed partial indicators, 

satisfaction with the nature of job is the highest and satisfaction with compensation is the 

least. The results of this study indicate that teachers are more satisfied than assistants. The 

level of general job satisfaction measured on a 10-point Likert`s scale is 6.7 (Machado et al, 

2011, p. 1720). 

The results of job satisfaction research conducted at the Faculty of Agriculture in 

Belgrade (Serbia) indicated that employees are satisfied with flexible working hours, but 

dissatisfied with payment, which is highly important since it has been found that pay 

satisfaction is related positively to commitment (Adeoye, 2019). The level of general job 

satisfaction measured by a 6-point Likert`s scale is 3.85 (Popović et al., 2015, p. 38). It is 

important to highlight that the standard of living in Serbia is lower than in the European 

Union.  

Based on previous research, in the context of research, the authors formulated the 

present research goals. The first goal is to determine the level of general job satisfaction 
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of academic staff at higher educational institution in Serbia. The second goal is to determine 

the partial job satisfaction of academic staff in Serbia based on partial indicators of job 

satisfaction: nature of job, co-workers, pay, promotion, contingent rewards, flexible 

benefits, communication, supervision and job procedures (Spector, 1997, p. 4). 

3. METHODOLOGY 

To determine the level of job satisfaction of academic staff, the authors performed a 

pilot research and used Spector Job Satisfaction Survey (JSS) (Spector, 1997) officially 

translated into Serbian language (Branko Mladenović, 2013), using a 6-point Likert`s 

scale. The first part of the questionnaire contains 36 questions. The second part of the 

questionnaire contains 19 questions on demographic and organization data. For data 

process and data analysis IBM SPSS version 23 was used. 

The value of general job satisfaction on the sample of 58 employees is determined by a 

JSS questionnaire (Spector, 1985; Spector 1997), items 1-36. The questionnaire implements 

Likert‟s 6-point scale, where 1 refers to „I highly disagree‟ and 6 refers to „I highly agree‟. 

The results can range from 36-216, so the results from 36 to 108 represent dissatisfaction 

with the job, the results between 108-144 represent ambivalence, while results ranging from 

144 to 216 represent satisfaction with the job.  

The JSS questionnaire measures partial job satisfaction, too: satisfaction with the nature 

of the job (items 8,17,27,35), coworkers (items 7,16,25,34), pay (items 1,10,19,28), 

promotion (items 2,11,20,33), contingent rewards (items 5,14,23,32), flexible benefits (items 

4,13,22,29), communication (items 9,18,26,36), supervision (items 3,12,21,30) and job 

procedures (items 6,15,24,31). The sum of the 4 items for each partial indicator may indicate 

dissatisfaction (if it is less than 4), ambivalence (between 3 and 4) and satisfaction (above 4).  

The Cronbach's Alpha coefficient, which measures the internal consistency (reliability) 

of the scale, was 0.713 for 36 items. This is an acceptable level of internal consistency of 

the scale (Streiner, 2003).  

Table 1 Sample structure according to the type of higher educational institutions 

Type of institution Number of respondents Percent (%) 

Faculty 28 48.3 

College 2 3.4 

College of applied studies 28 48.3 

∑ 58 100.0 

Source: Authors‟ research 

As stated previously, the sample included 58 respondents (Table 1), employed as 

academic staff at a higher educational institution in the Republic of Serbia (28 employed 

at faculties, 2 at colleges and 28 at colleges of applied studies). 

Analyzing the gender of 58 respondents, 44 (76%) were women, while 14 (24%) were 

men. The observed sample included all working positions at the higher education system in 

Serbia: at colleges or universities - full professor, associate professor, assistant professor 

and assistant and employed at college or college of applied studies - professor of applied 

studies, higher college teacher, college teacher and assistant at college (Table 2).  
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Table 2 Sample structure according to the work position of employees at HE institution 

Work Position at HE institution Number of respondents Percent (%) 

Full professor 4 6.9 

Associate professor 4 6.9 

Assistant professor 11 19 

Professor of applied studies 24 41.4 

Higher college teacher 1 1.7 

College teacher 4 6.9 

Assistant 9 15.5 

College Assistant  1 1.7 

∑ 58 100.0 

Source: Authors‟ research 

Based on the working position, the sample included 4 full professors (6.9%), 4 associate 

professors (6.9%), 11 assistant professors (19%), 9 assistants (15.5%), 24 professors of 

applied studies (41.4%), 1 higher college teacher (1.7%), 4 college teacher (6.9%) and 1 

assistant at college (1.7%). According to the years of work experience, interviewees are 

grouped as follows: less than 5 years of experience, between 5 and 15 years of experience, 

between 16 and 20 years of experience, between 21 and 25 years of experience and more 

than 25 years of experience (Table 3).  

Table 3 Sample structure according to the years of working experience 

Years of experience Number of respondents Percent (%) 

< 5 7 12.1 

5-15 25 43.1 

16-20 11 19 

21-25 7 12.1 

>25 8 13.8 

∑ 58 100.0 

Source: Authors‟ research 

The sample included 7 employees with less than 5 years of experience (12.1%), 25 

employees with experience between 5-15 years (43.1%), 11 employees with experience 

between 16-20 years (19%), 7 employees with experience between 21-25 years (12.1%) 

and 8 employees with more than 25 years of experience (13.8%). According to the age of 

respondents, they were grouped as follows: aged between 20-29, aged between 30-39, 

aged between 40-49, aged between 50-59 and more than 60 years old (Table 4).  

Table 4 Sample structure according to the age of respondents 

Age of employees Number of respondents Percent (%) 

20-29  2 3.4 

30-39 20 34.5 

40-49 13 22.4 

50-59 22 37.9 

>60 1 1.7 

∑ 58 100.0 

Source: Authors‟ research 
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The sample included 2 employees aged between 20-29, 20 employees aged between 

30-39 (34.5%), 13 employees aged between 40-49 (22.4%), 22 employees aged between 

50-59 (37.9%) and 1 employee older than 60. 

4. RESEARCH RESULTS 

The obtained result of 129.86 for general job satisfaction indicates ambivalence. Based 

on the sample of 58 employees at higher educational institutions in Serbia, the authors 

found that the employees are neither satisfied with the job, nor are they dissatisfied. Table 5 

presents results of general job satisfaction, depending on the type of higher educational 

institution where employees are employed.   

Table 5 General job satisfaction depending on the type of institution 

Type of institution Number of respondents General job satisfaction - 

average 

Faculty 28 132.32 

College 2 118.00 

College of applied studies 28 128.25 

∑ 58 129.86 

Source: Authors‟ research 

Employees are most satisfied at faculties (132.32), and least satisfied at colleges (118) 

and colleges of applied studies (128.25). The average values of general job satisfaction 

depending on the type of higher educational institution belong to the category of ambivalent 

general satisfaction.  

Table 6 presents the results of general job satisfaction, depending on the work position at 

the higher educational institution. Assistants (139.22) are the most satisfied ones. The 

average values of general job satisfaction depending on the work position at higher 

educational institution belong to category of ambivalent general satisfaction. Based on the 

obtained values, academic staff is not satisfied, but neither are they dissatisfied with their job.  

Table 6 General job satisfaction depending on the work position 

Work position at HE institution Number of respondents General job satisfaction - 

average 

Full professor 4 128.50 

Associate professor 4 130.75 

Assistant professor 11 126.91 

Professor of applied studies 24 127.92 

Higher teacher at college 1 114.00 

College teacher  4 133.00 

Assistant 9 139.22 

College Assistant  1 130.00 

∑ 58 129.86 

Source: Authors‟ research 
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Table 7 presents the results of general job satisfaction, depending on the years of work 

experience of employees at the higher educational institution. According to the years of 

experience, the most satisfied ones are employees with less than 5 years of experience 

(135), while the least satisfied employees are those who have more than 25 years of 

experience (119.37). The average values of general job satisfaction depending on the years 

of work experience at a higher educational institution belong to category of ambivalent 

general satisfaction. Academic staff is neither satisfied, but nor dissatisfied with the job. 

Table 7 General job satisfaction depending on the years of work experience 

Age of  

employees 

Number of respondents General job satisfaction - 

average 

<5 7 135.00 

5-15 25 132.12 

16-20 11 129.82 

21-25 7 128.71 

<25 8 119.37 

∑ 58 129.86 

Source: Authors‟ research 

Table 8 presents results of general job satisfaction depending on the age of employees at 

a higher educational institution. The most satisfied are employees between 20-29 years of 

age (155.50) and the least satisfied are employees with more than 60 years (125). According 

to the measurement system of Spector's JSS questionnaire (Spector 1985, Spector 1997), 

only one category of respondents (those between 20 and 29 years of age ) is generally 

satisfied with the job (155.50), since this result falls into the category of job satisfaction 

(between 144-216). Other employee groups based on their age belong to the ambivalent 

category.  

Table 8 General job satisfaction depending on the age of employees 

Age of  

employees 

Number of respondents General job satisfaction - 

average 

20-29 2 155.50 

30-39 20 132.40 

40-49 13 123.15 

50-59 22 129.41 

>60 1 125.00 

∑ 58 129.86 

Source: Authors‟ research 

Table 9 presents the results of partial indicators of job satisfaction at higher educational 

institutions in Serbia. 

Looking at the results of partial job satisfaction calculated with the items entering the 

individual subscales, the following values have been obtained: satisfaction with the nature 

of the job (17.34); co-workers (14.81); pay (14.43); promotion (14.16); contingent rewards 

(13.12); flexible benefits (14.45); communication (13.78); superiors (13.55) and working 

conditions (14.22). The partial satisfaction scores indicate that teachers in the higher 
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education system of Serbia are only satisfied with the nature of the job (grade 17.34 higher 

than 16), while with other causes of satisfaction, teachers are ambivalent, i.e., neither 

satisfied nor dissatisfied. 

Table 9 Partial job satisfaction at higher educational institutions in Serbia 

 Range Min Max Mean SD 

Nature of job  12.00 10.00 22.00 17.3448 3.08677 

Co-workers 9.00 10.00 19.00 14.8103 2.06438 

Pay 12.00 7.00 19.00 14.4310 3.22334 

Promotion 20.00 4.00 24.00 14.1552 4.81154 

Contingent rewards 15.00 6.00 21.00 13.1207 2.81024 

Flexible benefits 10.00 9.00 19.00 14.4483 1.93012 

Communication 16.00 5.00 21.00 13.7759 3.16806 

 Supervision 15.00 4.00 19.00 13.5517 3.39335 

Job procedures 12.00 9.00 21.00 14.2241 2.54119 

Source: Authors‟ research 

5. DISCUSSION AND PRACTICAL IMPLICATIONS 

Based on the results of the survey conducted on a sample of 58 respondents employed in 

higher educational institutions in Serbia, on the level of general and partial job satisfaction it 

can be concluded that the employees are not satisfied with their work, but they are not 

dissatisfied, either, therefore there is an ambivalent level of general job satisfaction. 

Analyzing the general job satisfaction of the special subgroups of respondents, it can be 

stated that employees at faculties are more satisfied than employees in colleges and colleges 

of applied studies. At faculties, assistants are the most satisfied, while at colleges and 

colleges of applied studies the most satisfied group are college teachers. Taking into 

consideration the years of work experience, the most satisfied employees are those who 

have less than 5 years of service, while based on age, the most satisfied employees are those 

between 20 and 29 years of age. 

Similar research conducted by authors Nandan & Krishna (2013) indicated that the 

more satisfied employees tend to be the younger population at junior positions, because 

they have a motive to prove themselves in research work, while their older colleagues 

spend more time with family (Slavić & Avakumović, 2018, p. 1219). 

Analyzing indicators of partial job satisfaction (nature of job, co-workers, pay, 

promotion, fringe benefits, contingent rewards, communication, supervision and working 

conditions), the authors conclude that employees are most satisfied with nature of job, and  

least satisfied with supervision, communication and pay. Similar results can be found in the 

research of Popović et al. (2015) and Saiti & Papadopoulos (2014) which indicated that 

academic staff is most satisfied with nature of job, and least satisfied with compensation 

(pay, fringe benefits and contingent rewards) (Slavić & Avakumović, 2018, p. 1218-1219). 

During the analysis of the research results on job satisfaction it is important to factor in 

the country‟s situation where the research is conducted, because there are significant 

differences between national income in different socio-economic systems. Sometimes in less-

developed countries it is not possible to increase the salary and give rewards, and because of 

that it is impossible to react to indicators of partial satisfaction with compensation (Popović et 

al., 2015, p. 38). 
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In this paper two research goals were formulated. The results of the general job 

satisfaction indicate that teachers are generally ambivalently satisfied with their job, they are 

not satisfied, but neither are they dissatisfied. The research results on partial job satisfaction 

confirmed that respondents are satisfied with the nature of job. Among the analyzed nine 

indicators of partial job satisfaction, satisfaction with the nature of job ranks highest. 

6. CONCLUSIONS 

Job satisfaction is an important factor in the field of human resource management, based 

on employee`s perception. The factors influencing job satisfaction can be classified as factors 

associated with the job (working environment, the nature of the task, relations with other 

people at the workplace) and individual factors (personality and prior experiences). The 

adequate measurement of job satisfaction is of key importance, because results may indicate 

significant differences between employees' expectations of the job and what the job truly 

offers. 

Job satisfaction of staff employed at higher educational institutions refers to the effective 

relation of teachers to their role as lecturers and function of observed relation between what 

employees expect from teaching and what the educational institution really offers. 

Satisfaction of academic staff brings benefits to teachers, students, as well as to the 

educational institutions themselves. 

The aim of this paper was to determine the level of general and partial satisfaction of 

teaching staff at the institutions of higher education in the Republic of Serbia. 

The results of the general job satisfaction indicated that teachers are generally 

ambivalently satisfied with their job, they are not satisfied, but neither dissatisfied, except 

for the respondents between 20 and 29 years of age.  

The limitation of this research is the small and non-representative sample. Present 

authors plan to conduct the same research on a larger sample, which will represent the type 

and ownership of higher education system of Serbia, and will include the influence of 

different HRM activities on job satisfaction. 
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ZADOVOLJSTVO POSLOM NASTAVNOG KADRA  

U VISOKOM OBRAZOVANJU SRBIJE:  

PILOT ISTRAŽIVANJE 

U današnjem turbulentnom poslovnom okruženju konkurentnost organizacija prevashodno je 

bazirana na nematerijalnim resursima. Kako je konkurencija sve snažnija, stalna aktualizacija 

kompetencija zaposlenih nameće se kao imperativ dugoročnog opstanka organizacije. Posebnu 

odgovornost u tom procesu zauzima visokoškolsko obrazovanje, koje obezbeđuje nadogradnju i pruža 

dalji razvoj prethodno stečenih kompetencija budućih zaposlenih. Visoko obrazovanje je sistem u kojem 

se stvaraju i prenose znanja kroz proces istraživanja i odvijanja nastave. (Houston et al, 2006, 17) 

Predavači imaju ključnu ulogu u razvoju kompetencija polaznika. Sadržaj i metode obuke određuju 

rezultate procesa obuke, odnosno novostečeno znanje, sposobnosti i osećanja polaznika.  Kvalitet 

nastave u velikoj meri zavisi i od zadovoljstva nastavnog kadra. (Runhaar, 2017, 646-647) Cilj rada je 

utvrditi nivo opšteg i parcijalnog zadovoljstva nastavnog kadra u visokoškolskim ustanovama u 

Republici Srbiji. Kao metod utvrđivanja nivoa zadovoljstva korišćen je Spektorov Job Satisfaction 

Survey  upitnik (Spector, 1985), koji je postavljen kao on-line upitnik. Istraživanje je sprovedeno tokom 

decembra 2018-te i januara 2019-te godine. Uzorak predstavlja 58 ispitanika, zaposlenih u nastavi na 

visokoškolskim ustanovama u Republici Srbiji. Rezultati opšteg nivoa zadovoljstva ukazuju na 

ambivalentnost zadovoljstva poslom nastavnog osoblja. Posmatrajući parcijalne nivoe zadovoljstva, 

nastavno osoblje je najzadovoljnije prirodom posla. 

Ključne reči: visoko obrazovanje, zadovoljstvo poslom, zadovoljstvo nastavnog kadra, opšte 

zadovoljstvo poslom, parcijalni pokazatelji zadovoljstva 
 


