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Abstract: 

This study examines the effects of the percieved work environment on 
public employee feelings of job satisfaction. Moreover, the paper will 
investigate the relationship between personal and job characteristics and 
job satisfaction. The data was collected from a sample of 169 employees 
working in one local government municipality in Macedonia. The results 
show that organizational climate and its components significantly predict 
job satisfaction among public administration employees. The results 
highlight that employee age acts as the most powerfull predictor of job 
satisfaction. The analysis of the perceived work environment suggests 
that recognition is a significant predictor of job satisfaction among public 
administration employees, followed by opportunities for professional 
advancement and work itself. The significance of this research lies in its 
contribution to the knowledge and understanding of determinants that 
could improve job satisfaction among public administration employees 
in developing economies.
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INTRODUCTION

Job satisfaction has intrigued the academic com-
munity for more than i ve decades. By 1976, Locke 
registered 3,350 articles that covered the issue of 
job satisfaction, while three decades later, Ghawa-
zzi (2008) estimated that this number increased to 
more than 12,000 articles. Researchers highlight that 
the popularity of this topic is primarily triggered by 
its multidisciplinary nature and multidimensional 
structure, targeting a variety of professions, industries 
and disciplines. (Ferdousi, 2012; Chien, 2013). In ad-
dition, various researchers suggest that it inl uences 
behaviour (Bowling, 2010), membership-related be-
haviour (Wright & Davis, 2003), loyalty and tendency 
of employees to leave the organization (Tsai & Huang, 
2008; Rutherford et al., 2009; Savić et al., 2014), as well 
as the employee well-being (George & Jones, 2008). 
Job satisfaction can be considered an important factor 

of work motivation, employee retention and perfor-
mance, thus reducing the turnover and litigation rate 
(Kim, 2002). 

h e importance of job satisfaction in managing 
public administration employees has been a popular 
area of research in the developed economies based 
on the belief that the motivation of public admin-
istration employees directly aff ects the quality and 
content of public outputs (Perry & Wise, 1990; Kim, 
2002; Bullens & Broeck, 2007). Research in this i eld 
ranged from the analysis of the relationship between 
job satisfaction and personal characteristics (Rein-
er & Zhao, 1999; Bright, 2005; Dehart-Davis et al., 
2007), work preferences (Bright, 2005), eff ectiveness 
of public-sector diversity management programs 
(Nigro & Kellough, 2003), impact of perceptions 
(Scott & Pandey, 2005), tendency for charitable giv-
ing (Houston, 2006), volunteering (Reed & Selbee, 
2001) and socio-economic status (Goss, 1999). Since 
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the h eory of Public Service Motivation suggests that 
public administration employees are motivated by 
the commitment to the common good (Houston, 
2006), researchers have investigated the importance 
of intrinsic vs. extrinsic rewards for this group of em-
ployees. h e results suggest that public administration 
employees pay less attention to extrinsic motivators 
such as higher pay, and more to service to society 
and the importance of meaningful work (Jurkiewitz 
et al., 2004; Houston, 2006). Recognition, discrimi-
nation and external relations were the best explana-
tory variables for job satisfaction (Johnsrud & Rosser, 
1999). All of the above mentioned studies have been 
conducted in developed economies. However, public 
administration employees in developed economies 
work under more favorable conditions compared to 
their colleagues from developing economies. While 
the i rst work in an established system, have more op-
portunities for professional growth, and a wider scope 
for exploring one's talent etc., the latter are faced with 
numerous constrains (Ferdousi, 2012). h e purpose of 
this research is to contribute to decreasing the existing 
research gap in understanding the determinants of job 
satisfaction among public administration employees 
in developing economies. 

METHODOLOGY

ResearĐh oďjeĐtives aŶd researĐh ŵodel

Research is modeled on the previous research done 
in the i eld (Kim, 2002; Smerek & Peterson, 2007). It is 
constructed around the following research objectives:

1. to investigate the inl uence of personal and job 
characteristics on job satisfaction,  

2. to assess the most signii cant predictors of job 
satisfaction.

h e conceptual model of this research is illustrated 
in Figure 1. h e dependent variable is job satisfaction 
and is considered an outcome of the work environ-
ment. Job satisfaction was measured based on the 
three items:

1. the extent to which the current job compares 
to the ideal job; 

2. the extent to which it meets your initial expec-
tations; 

3. the overall satisfaction with your job. 

In order to address research objectives, the model 
outlines the role of personal and job characteristics 
(age, tenure, supervisory role and gender) and in-
vestigates how each of these characteristics aff ects 
job satisfaction. In addition, the model incorporates 
eleven work environment factors and analyses their 
impact on job satisfaction. 

Research approach and sample

In order to test the conceptual model of research 
and research objectives, a survey was administered 
among 169 employees working in local municipalities 
in the city of Skopje during the period September-
November, 2014. h e research utilized a convenient 
sampling method that is considered appropriate for 
the exploratory studies underlying further research 
(Coolican, 2004). h e distribution of survey ques-
tionnaires was done in person by a member of the 
research team. h e respondents were asked to i ll 
in the questionnaires and return them in a pick-up 
box. h e survey was anonymous and no marks were 
printed on the questionnaires that could identify the 

respondents. Table 1 presents the demo-
graphic proi le of the surveyed population. 

Instrument

In order to better understand various 
aspects of workspace environment and job 
satisfaction among public administration 
employees in the Republic of Macedonia, 
a questionnaire modeled on the previous 
research by Smerek and Peterson (2007)
and Kim (2000) was used in this study. h e 
questionnaire contained a total of 43 ques-
tions covering the area of job satisfaction, 
advancement and growth, responsibility, 
autonomy, work perception, mission and 
core values of an organization, supervisor 

PersoŶal aŶd joď 
ĐharaĐteristiĐs

             1. Age

             2. Gender

             3. Supervisory role

             4. Tenure

Joď 
SatisfaĐtioŶ

Outcoŵe of the 
ǁork eŶǀiroŶŵeŶt

PerĐeiǀed ǁork eŶǀiroŶŵeŶt

1. Recognition

2. Work it self

3. Opportunities for advancement

4. Opportunities for growth

5. Responsibility

6. Good feelings about organization

7. Understanding of mission 

8. Relationship with coworkers

9. Effective supervision

10. Salary

11. Presence of core values

Figure 1. Conceptual model of the research
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and colleague relationships, salary satisfaction, good 

feelings about the organization, work/life balance, 

training and development. All questions from the 

questionnaire were measured on a 5-point Likert type 

scale ranging from 1-strongly disagree to 5-strongly 

agree. Besides these questions, a section from the 

questionnaire collected the following personal and 

job characteristics of the participants: age, gender, 

supervisory role and tenure. 

Gender No Percentage

Male 50 29.6

Female 119 ϳϬ.ϰ

Age

under 30 Ϯϳ 16.0

30-39 years old 80 ϰϳ.ϯ

40-49 years old 29 ϭϳ.Ϯ

50-59 years old Ϯϳ 16.0

60 years old and above 6 3.6

EduĐai oŶ

PƌiŵaƌǇ sĐhool 1 .6

High sĐhool 16 9.5

College 4 2.4

University 131 ϳϳ.ϱ

Master’s degree ϭϳ 10.1

Tenure

less thaŶ ϭ Ǉeaƌ 6 3.6

1-5 years 60 35.5

5-10 years ϳϳ 45.6

ŵoƌe thaŶ ϭϬ Ǉeaƌs 26 15.4

Supervisory role

Supervisory role 23 13.6

Non-supervisory role 146 86.4

Taďle ϭ. DeŵographiĐ profi le of pari ĐipaŶts

ANALYSIS OF DATA

Upon collecting research data, a principal compo-

nent factor analysis (PCA) with direct oblimin rota-

tion on job satisfaction and perceived work environ-

ment was performed in order to examine the factor 

structure of the data. h e calculated KMO value was 

0.831, which  was considered adequate for the fac-

tor analysis. h e results indicate that the correlation 

matrix was adequate and that PCA can be performed. 

h e items that did not clearly load into a single factor 

or did not have a minimal value of 0.7, were excluded 

from the analysis. A total of 43 questions from the 

original 75, converged in eleven factors. Table 2 pre-
sents the reliability of results for each of the extracted 
factors.  

In order to test research objectives, the follow-
ing new variables were constructed: job satisfaction 
measured by three items; recognition measured by 
three items; work itself measured by four items; op-
portunities for promotion measured by three items; 
professional development opportunities measured 
by i ve items; responsibility measured by four items; 
good feelings measured by three items; clarity of mis-
sion measured by three items; relationship with co-
workers measured by i ve items; eff ective supervision 
measured by six items; salary measured by two items 
and presence of core values measured by two items.  

RESULTS

In order to address the i rst research objective, a 
t-test analysis was conducted to analyze the relation-
ship of gender and supervisory role on job satisfaction 
(Table 3). h e results from the t-test of gender with 
the perceived work environment indicate that overall 
females reported  higher satisfaction levels with their 
workplace compared to males. Females were more 
satisi ed with nine out of eleven workplace factors. It 
is interesting to note that women were less satisi ed 
compared to their male colleagues with their opportu-
nities for promotion. h e greatest gender discrepancy 
was found in two items: eff ective supervision and core 
values, where females had much higher scores com-
pared to their male colleagues. h e analysis indicates 
signii cant statistical gender diff erence for four items:  
clarity of mission, relationship with co-workers, eff ec-
tive supervision and presence of core values. 

Given that the assumption for homogeneity of 
variance was not fuli lled, we proceeded with perform-
ing the Mann-Whitney U-test of supervisory role with 
perceived work environment and job satisfaction. h e 
results indicate that employees with supervisory role 
were more satisi ed with four out of eleven workplace 
factors (recognition, opportunities for promotion, 
good feelings about the organization and eff ective 
supervision). In addition, they showed higher level 
of job satisfaction compared to the employees with 
non-supervisory roles. h e greatest discrepancy was 
found in recognition, where employees with  super-
visory role had much higher scores compared to their 
colleagues. h e analysis found signii cant statistical 
diff erence for two items: recognition and eff ective 
supervision. 
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LoadiŶg
Joď sai sfaĐi oŶ ;α=Ϭ.ϴϭϮͿ

1 IŵagiŶe Ǉouƌ ideal joď. Hoǁ ǁell does Ǉouƌ ĐuƌƌeŶt posii oŶ Đoŵpaƌe to the ideal joď? Ϭ.ϳϰϱ
2 IŶ geŶeƌal, hoǁ sai sfi ed aƌe Ǉou ǁith Ǉouƌ joď? 0.598

3 CoŶsideƌ all the eǆpeĐtai oŶs Ǉou had ǁheŶ Ǉou staƌted Ǉouƌ ĐuƌƌeŶt joď. Does Ǉouƌ ĐuƌƌeŶt joď ŵeet those eǆpeĐtai oŶs? Ϭ.ϴϳϰ
ReĐogŶii oŶ ;α=Ϭ.ϳϱϴͿ

4 MǇ ĐoŶtƌiďui oŶs aƌe ǀalued ďǇ the ŵeŵďeƌs of ŵǇ uŶit/depaƌtŵeŶt Ϭ.ϳϮϮ
5 I aŵ sai sfi ed ǁith the ƌeĐeiǀed ƌeĐogŶii oŶ oƌ pƌaise foƌ doiŶg good ǁoƌk Ϭ.ϳϭ
6 IŶ ŵǇ uŶit/depaƌtŵeŶt, Ǉou alǁaǇs get appƌopƌiate ƌeĐogŶii oŶ ǁheŶ Ǉou haǀe doŶe soŵethiŶg eǆtƌaoƌdiŶaƌǇ Ϭ.ϳϵϴ

Work itself ;α=Ϭ.ϴϰϳͿ
ϳ I enjoy my job 0.81

8 MǇ joď is iŶteƌesi Ŷg Ϭ.ϳϱϮ
9 MǇ joď giǀes ŵe a seŶse of aĐĐoŵplishŵeŶt Ϭ.ϳϰϱ

10 The ǁoƌk I do is ǀeƌǇ iŵpoƌtaŶt foƌ ŵǇ uŶit/depaƌtŵeŶt aŶd the OƌgaŶizai oŶ as a ǁhole 0.881

OpportuŶii es for proŵoi oŶ ;α=Ϭ.ϴϮϭͿ
11 OppoƌtuŶii es foƌ pƌoŵoi oŶ ǁithiŶ the OƌgaŶizai oŶ 0.812

12 I kŶoǁ ǁhat is ƌeƋuested fƌoŵ ŵe iŶ oƌdeƌ to get pƌoŵoted ǁithiŶ the OƌgaŶizai oŶ Ϭ.ϳϵϱ
13 IŶfoƌŵai oŶ aďout joď ǀaĐaŶĐies ǁithiŶ the OƌgaŶizai oŶ is ƌeadilǇ aǀailaďle Ϭ.ϳϱϯ

ProfessioŶal AdǀaŶĐeŵeŶt OpportuŶii es ;α=Ϭ.ϳϵϴͿ
14 MǇ uŶit/depaƌtŵeŶt off eƌs the appƌopƌiate tƌaiŶiŶg oƌ eduĐai oŶ that I Ŷeed to pƌospeƌ iŶ ŵǇ joď 0.884

15 I haǀe ƌeĐeiǀed the ŶeĐessaƌǇ tƌaiŶiŶg to do ŵǇ joď ǁell Ϭ.ϳϴϯ
16 I haǀe alƌeadǇ had the oppoƌtuŶitǇ at ǁoƌk to leaƌŶ aŶd gƌoǁ Ϭ.ϳϮϯ
ϭϳ Theƌe is soŵeoŶe at ǁoƌk ǁho eŶĐouƌages ŵǇ deǀelopŵeŶt Ϭ.ϳϮϭ
18 MǇ supeƌǀisoƌ poiŶts out the tƌaiŶiŶg oƌ eduĐai oŶ that I Ŷeed to gƌoǁ iŶ ŵǇ joď Ϭ.ϳϮϭ

RespoŶsiďility;α=Ϭ.ϴϯϳͿ
19 I haǀe ĐoŶtƌol oǀeƌ hoǁ I do ŵǇ ǁoƌk 0.826

20 My opinion counts at work 0.81

21 The phǇsiĐal eŶǀiƌoŶŵeŶt alloǁs ŵe to do ŵǇ joď 0.801

22 I possess ŶeĐessaƌǇ ƌesouƌĐes, tools oƌ eƋuipŵeŶt to do ŵǇ joď Ϭ.ϳϴϰ
Good FeeliŶgs aďout OrgaŶizai oŶ ;α=Ϭ.ϴϲϴͿ

23 I feel a stƌoŶg seŶse of ďeloŶgiŶg to the OƌgaŶizai oŶ 0.845

24 I haǀe a stƌoŶg ĐoŵŵitŵeŶt to the OƌgaŶizai oŶ 0.82

25 I aŵ pƌoud to ǁoƌk foƌ the OƌgaŶizai oŶ Ϭ.ϳϬϮ
Clarity of MissioŶ;α=Ϭ.ϵϮϮͿ

26
I uŶdeƌstaŶd hoǁ ŵǇ ǁoƌk suppoƌts the ŵissioŶ of ŵǇ uŶit/depaƌtŵeŶt aŶd the OƌgaŶizai oŶ as a ǁhole aŶd it is at Đoŵ-
plete seƌǀiĐe to the Đii zeŶs. 0.901

Ϯϳ I kŶoǁ ǁhat is eǆpeĐted of ŵe at ǁoƌk . 0.821

28 The goals of ŵǇ uŶit/depaƌtŵeŶt aŶd the OƌgaŶizai oŶ as a ǁhole aƌe Đleaƌ to ŵe Ϭ.ϳϭϮ
Relai oŶship ǁith Đo-ǁorkers ;α=Ϭ.ϳϰϴͿ

29 I ƌespeĐt ŵǇ Đo-ǁoƌkeƌs aŶd I tƌust theŵ Ϭ.ϳϭϰ
30 I aŵ ĐoŶsisteŶtlǇ tƌeated ǁith ƌespeĐt ďǇ ŵǇ Đo-ǁoƌkeƌs Ϭ.ϳϭ
31 I ĐaŶ ĐouŶt oŶ ŵǇ Đo-ǁoƌkeƌs to help ŵe out ǁheŶ Ŷeeded Ϭ.ϳϱϱ
32 My co-workers and I work as a team Ϭ.ϳϰ
33 MǇ uŶit/depaƌtŵeŶt Đollaďoƌates eff eĐi ǀelǇ ǁith otheƌ uŶits/depaƌtŵeŶts ǁithiŶ the OƌgaŶizai oŶ Ϭ.ϳϰ

Eff eĐi ǀe Superǀisor ;α=Ϭ.ϳϵϮͿ
34 MǇ supeƌǀisoƌ eff eĐi ǀelǇ ĐoŵŵuŶiĐates ǁith the Đo-ǁoƌkeƌs Ϭ.ϳϮϱ
35 MǇ supeƌǀisoƌ is aŶ eff eĐi ǀe deĐisioŶ-ŵakeƌ foƌ the OƌgaŶizai oŶ Ϭ.ϳϭϭ
36 MǇ supeƌǀisoƌ is appƌoaĐhaďle aŶd easǇ to talk to Ϭ.ϳϬϲ
ϯϳ MǇ supeƌǀisoƌ giǀes ŵe ĐoŶstƌuĐi ǀe feedďaĐk oŶ ŵǇ peƌfoƌŵaŶĐe Ϭ.ϳϴϯ
38 My supervisor considers my ideas and remarks Ϭ.ϳϮϯ
39 MǇ supeƌǀisoƌ deals eff eĐi ǀelǇ ǁith pooƌ peƌfoƌŵaŶĐe Ϭ.ϳϭϭ

Salary ;α=Ϭ.ϳϴϰͿ
40 I aŵ sai sfi ed aŶd faiƌlǇ paid foƌ ǁhat I do Ϭ.ϳϰϱ
41 MǇ salaƌǇ/paǇ ƌate is a sigŶifi ĐaŶt faĐtoƌ iŶ ŵǇ deĐisioŶ to staǇ at the OƌgaŶizai oŶ Ϭ.ϳϭϱ

PreseŶĐe of Core Values ;α=Ϭ.ϴϴϭͿ
42 OƌgaŶizai oŶ fosteƌs ǀalues that aƌe Đleaƌ aŶd uŶdeƌstaŶdaďle to all eŵploǇees ;e.g. ĐoŵiŶg to ǁoƌk oŶ i ŵe, Đode of ethiĐs, etc.Ϳ 0.921

43 The fulfi llŵeŶt of ŵǇ dui es aŶd oďligai oŶs is of gƌeat iŵpoƌtaŶĐe foƌ the OƌgaŶizai oŶ as a ǁhole Ϭ.ϳϳ

Taďle Ϯ. PCA of perĐeiǀed ǁork eŶǀiroŶŵeŶt aŶd joď sai sfaĐi oŶ
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h e results of the performed correlation of age and 

tenure with the eleven workplace factors and job satis-

faction are presented in Table 4. h e age of employees 

has a signii cant positive correlation with eff ective su-

pervision, recognition and job satisfaction. h is means 

that job satisfaction, eff ective supervision and recog-

nition increase along with the employee age. On the 

other hand, the longer the tenure of employees in the 

organization, the less satisi ed they are with the oppor-

tunities for professional advancement, good feelings 

about the organization and presence of core values. 

Research results indicate that employees with ten-

ure over 10 years had the highest level of job satisfac-

tion and were more satisi ed with i ve out of eleven 

workplace factors (recognition, salary, relationship 

with coworkers, responsibility) (Table 5). h is group 

of employees had the same level of satisfaction with 

the work itself as the employees who were employed 

in the company for less than a year. It is interesting 

to note that the employees who were employed in 

the company for less than one year at the time of 

the survey, showed the highest level of satisfaction 

with the following items compared to their colleagues: 

opportunities for advancement, good feelings about 

organization,  opportunities for growth, mission and 

presence of core value. h e Kruskal-Wallis analysis 

found signii cant statistical diff erence for two items: 

mission and presence of core value. 

In order to address the second research objective, 

a multiple regression model was designed to evaluate 

the relative impact of the eleven work environment  

factors controlling personal and job characteristics.

Variable Gender Mean
Std. 

Deǀiai oŶ
Sig. Supervisory role Mean

Std. 

Deǀiai oŶ

Mann 

WhitŶeǇ 
U test 

Sig.

JS
male 2.98 0.89 Supervisor 3.39 0.68 0.068

female ϯ.ϭϳ Ϭ.ϳϬ Non-supervisor 3.09 0.82

ƌeĐogŶii oŶ
male 3.15 Ϭ.ϳϵ Supervisor ϯ.ϱϳ Ϭ.ϳϮ .012*

female 3.25 0.81 Non-supervisor 3.09 Ϭ.ϳϳ

workitself
male 3.81 0.49 Supervisor 3.84 0.59 0.803

female ϯ.ϴϳ 0.51 Non-supervisor 3.86 Ϭ.ϰϳ

advancement
male 3.31 Ϭ.ϳϭ Supervisor 3.22 0.68 0.122

female 3.46 0.64 Non-supervisor 3.41 0.62

gƌoǁth
male 3.20 0.58 Supervisor 3.26 0.62 0.203

female 3.08 0.68 Non-supervisor 3.06 0.64

responsibility
male 3.60 0.60 Supervisor 3.49 Ϭ.ϱϳ 0.053

female 3.69 0.56 Non-supervisor 3.68 0.59

goodfeelings
male 3.80 Ϭ.ϳϳ Supervisor ϯ.ϴϳ 0.63 0.641

female 3.85 0.52 Non-supervisor ϯ.ϳϵ 0.58

mission
male 3.83 0.62 * Supervisor 3.90 0.42 0.190

female 4.06 0.41 Non-supervisor 4.01 0.46

coworkers
male 3.63 0.64 * Supervisor ϯ.ϱϳ 0.60 Ϭ.ϭϳϲ

female 3.84 0.53 Non-supervisor 3.85 0.54

supervisor
male 3.41 0.69 * Supervisor ϯ.ϳϬ Ϭ.ϲϳ 0.109

female ϯ.ϲϳ Ϭ.ϲϳ Non-supervisor 3.49 0.65

salary
male Ϯ.ϴϳ 0.62 Supervisor Ϯ.ϳϴ 0.62 Ϭ.ϯϮϳ

female 2.94 Ϭ.ϳϲ Non-supervisor 2.88 Ϭ.ϳϭ

values
male 3.63 Ϭ.ϳϳ * Supervisor 3.63 0.48 0.048*

female 3.89 0.52 Non-supervisor 3.84 0.62

*p<0.05

Table 3. T-test of gender and supervisory role with perceived work enviroment
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DISCUSSION

h e regression model analyses eleven work envi-

ronment factors controlling personal and job charac-

teristics. h e results indicate that the age of employees 

is the most powerfull predictor of job satisfaction. 

h is was in line with the previous research done in 

the i eld. For instance, the study by Herzberg et al. 

(1957) was one of the i rst to suggest that there was 

a U-shaped relationship between age and job satis-

faction. Latter studies have coni rmed these i ndings 

(Janson & Martin, 1982; Kacmar & Ferris, 1989; Clark, 

Oswald & Warr, 1996). h e explanation for such a re-

lationship is that job satisfaction initially declines until 

workers approach early 30s since this is a period when 

they have the most alternative employment options. 

At erwards, job satisfaction linearly increases until an 

individual approaches the end of his/her working life. 

h is research also investigates how tenure inl uences 

job satisfaction and the perception of the workplace 

environment. Research results indicate that employ-

ees with tenure over 10 years had the highest level of 

overall job satisfaction and were more satisi ed with 

i ve out of eleven workplace factors. Similar i ndings 

were reached by Sarker et al. (2005) who found there 

is a signii cant correlation between tenure and the 

overall level of job satisfaction. However, the research 

notes that age acts as a signii cant modii er on the 

eff ects of tenure on satisfaction. 

As regards the workplace environment, research 

results indicate that the most powerful predictor of 

job satisfaction is recognition, followed by work itself 

Age Tenure

JS
PeaƌsoŶ Coƌƌelai oŶ .ϭϳϭ* .Ϭϰϳ

Sig. ;Ϯ-tailedͿ .026 .546

ƌeĐogŶii oŶ
PeaƌsoŶ Coƌƌelai oŶ .181* .133

Sig. ;Ϯ-tailedͿ .018 .085

workitself
PeaƌsoŶ Coƌƌelai oŶ .049 .060

Sig. ;Ϯ-tailedͿ .531 .436

advancement
PeaƌsoŶ Coƌƌelai oŶ .001 -.208**

Sig. ;Ϯ-tailedͿ .986 .ϬϬϳ

gƌoǁth
PeaƌsoŶ Coƌƌelai oŶ -.022 .082

Sig. ;Ϯ-tailedͿ .ϳϴϭ .290

responsibility
PeaƌsoŶ Coƌƌelai oŶ -.062 .039

Sig. ;Ϯ-tailedͿ .425 .613

goodfeelings
PeaƌsoŶ Coƌƌelai oŶ -.011 -.ϭϳϵ*

Sig. ;Ϯ-tailedͿ .883 .020

mission
PeaƌsoŶ Coƌƌelai oŶ -.064 -.ϭϯϳ

Sig. ;Ϯ-tailedͿ .406 .Ϭϳϱ

coworkers
PeaƌsoŶ Coƌƌelai oŶ -.021 .Ϭϳϭ

Sig. ;Ϯ-tailedͿ .ϳϵϭ .358

supervisor
PeaƌsoŶ Coƌƌelai oŶ .161* .134

Sig. ;Ϯ-tailedͿ .Ϭϯϳ .082

salary
PeaƌsoŶ Coƌƌelai oŶ .039 .009

Sig. ;Ϯ-tailedͿ .618 .908

values
PeaƌsoŶ Coƌƌelai oŶ .061 -.152*

Sig. ;Ϯ-tailedͿ .433 .049

**. Coƌƌelai oŶ is sigŶifi ĐaŶt at the Ϭ.Ϭϭ leǀel ;Ϯ-tailedͿ.

*. Coƌƌelai oŶ is sigŶifi ĐaŶt at the Ϭ.Ϭϱ leǀel ;Ϯ-tailedͿ.

Taďle ϰ. Correlai oŶ of age aŶd teŶure ǁith perĐeiǀed ǁork eŶǀiroŶŵeŶt aŶd joď sai sfaĐi oŶ
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Mean Std. Deǀiai oŶ Sig.

JS

less thaŶ ϭ Ǉeaƌ 2.89 0.69

1-5 years 3.14 0.64

5-10 years 3.06 0.81

ŵoƌe thaŶ ϭϬ Ǉeaƌs 3.26 0.92

Total 3.11 Ϭ.ϳϳ

ƌeĐogŶii oŶ

less thaŶ ϭ Ǉeaƌ 2.89 1.00

1-5 years 3.18 0.81

5-10 years 3.20 0.83

ŵoƌe thaŶ ϭϬ Ǉeaƌs 3.49 0.59

Total 3.22 0.80

workitself

less thaŶ ϭ Ǉeaƌ 3.88 Ϭ.ϳϮ
1-5 years ϯ.ϳϵ 0.40

5-10 years 3.89 0.58

ŵoƌe thaŶ ϭϬ Ǉeaƌs 3.88 0.43

Total 3.85 0.50

advancement

less thaŶ ϭ Ǉeaƌ ϯ.ϳϮ 0.44

1-5 years ϯ.ϱϳ 0.56

5-10 years 3.33 Ϭ.ϳϭ
ŵoƌe thaŶ ϭϬ Ǉeaƌs 3.23 Ϭ.ϳϭ

Total 3.41 0.66

gƌoǁth

less thaŶ ϭ Ǉeaƌ Ϯ.ϳϯ 0.59

1-5 years 3.13 Ϭ.ϲϳ
5-10 years 3.10 0.66

ŵoƌe thaŶ ϭϬ Ǉeaƌs 3.23 0.64

Total 3.11 0.66

responsibility

less thaŶ ϭ Ǉeaƌ 3.46 0.43

1-5 years 3.69 0.60

5-10 years 3.64 0.61

ŵoƌe thaŶ ϭϬ Ǉeaƌs ϯ.ϳϯ 0.43

Total ϯ.ϲϳ Ϭ.ϱϳ

goodfeelings

less thaŶ ϭ Ǉeaƌ 4.11 0.62

1-5 years 3.95 0.54

5-10 years ϯ.ϳϳ 0.65

ŵoƌe thaŶ ϭϬ Ǉeaƌs 3.69 0.59

Total 3.84 0.61

mission

less thaŶ ϭ Ǉeaƌ 4.28 0.33 *

1-5 years 4.08 0.52

5-10 years 3.90 0.50

ŵoƌe thaŶ ϭϬ Ǉeaƌs 4.00 0.35

Total 3.99 0.49

coworkers

less thaŶ ϭ Ǉeaƌ 3.33 Ϭ.ϯϳ
1-5 years 3.82 0.62

5-10 years ϯ.ϳϯ 0.61

ŵoƌe thaŶ ϭϬ Ǉeaƌs 3.88 0.20

Total ϯ.ϳϳ Ϭ.ϱϳ

supervisor

less thaŶ ϭ Ǉeaƌ 3.33 0.86

1-5 years 3.56 Ϭ.ϳϬ
5-10 years 3.56 Ϭ.ϳϯ

ŵoƌe thaŶ ϭϬ Ǉeaƌs 3.85 0.38

Total 3.60 0.68

salary

less thaŶ ϭ Ǉeaƌ 2.92 0.20

1-5 years Ϯ.ϵϳ 0.83

5-10 years 2.84 0.64

ŵoƌe thaŶ ϭϬ Ǉeaƌs 3.06 Ϭ.ϳϱ
Total 2.92 Ϭ.ϳϮ

values

less thaŶ ϭ Ǉeaƌ 4.25 Ϭ.Ϯϳ *

1-5 years ϯ.ϵϳ 0.62

5-10 years 3.64 0.66

ŵoƌe thaŶ ϭϬ Ǉeaƌs 3.90 0.32

Total 3.82 0.61

*p<0.05

Taďle ϱ. Kruskal Wallis test of teŶure aŶd perĐeiǀed ǁork eŶǀiroŶŵeŶt aŶd joď sai sfaĐi oŶ
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and the opportunity for professional advancement. 
h is is also in line with the previous research by McI-
nnis (1999) and Smerek and Peterson (2007) who 
found that work itself is the most signii cant predictor 
of job satisfaction among administrati on workers. 
h e results of the multiple regression analysis sug-
gest that workplace environment has a much higher 
inl uence on job satisfaction compared to personal 
and job characteristics. Taking into account that the 
perception of workplace environment can be modi-
i ed, managers of public administration employees 
should pay more attention to providing promotion 
and professional advancement opportunities, allow-
ing for more work autonomy, as well as providing a 
system of recognition for well performing employees. 

CONCLUSIONS

Given the fact that the perception of workplace 
environment can be modii ed, managers of public ad-
ministration employees should pay more attention to 
providing promotion and professional advancement 
opportunities, allowing for more work autonomy, 
as well as providing a system of recognition for well 
performing employees.

REFERENCES

Bowling, N.A. (2010). Eff ects of Job Satisfaction and Consci-
entiousness on Extra-Role Behaviors. Journal of Business 
and Psychology. 25(1), 119-130. DOI: 10.1007/s10869-
009-9134-0

Bright, L. (2008). Does public service motivation really 
make a diff erence on the job satisfaction and turno-
ver intentions of public employees? � e American Re-
view of Public Administration. 38(2), 149-166. DOI: 
10.1177/0275074008317248

Buelens, M., & Van den Broeck, H. (2007). An analysis of 
diff erences in work motivation between public and pri-
vate sector organizations. Public administration review. 
67(1), 65-74. DOI: 10.1111/j.1540-6210.2006.00697.x

Clark, A., Oswald, A., & Warr, P. (1996). Is job satisfaction 
U‐shaped in age? Journal of occupational and organi-
zational psychology. 69(1), 57-81. DOI: 10.1111/j.2044-
8325.1996.tb00600.x

Coolican, H. (2004). Research methods and statistics in psy-
chology. London: Hodder & Stoughton.

DeHart‐Davis, L. (2007). h e unbureaucratic personality. 
Public Administration Review. 67(5), 892-903.

George, J.M., & Jones, G.R. (2008). Understanding and Man-
aging Organizational Behavior. Upper Saddle River, NJ: 
Prentice Hall.

Goss, K.A. (1999). Volunteering and the long civic genera-

tion. Nonpro� t and Voluntary Sector Quarterly. 28(4), 

378-415. DOI: 10.1177/0899764099284002

Houston, D.J. (2006). „Walking the walk” of public service 

motivation: Public employees and charitable git s of 

time, blood, and money. Journal of Public Administra-

tion Research and � eory. 16(1), 67-86. DOI: 10.1093/

jopart/mui028

Jalal Sarker, S., Crossman, A., & Chinmeteepituck, P. (2003). 

h e relationships of age and length of service with job 

satisfaction: an examination of hotel employees in h ai-

land. Journal of Managerial Psychology. 18(7), 745-758. 

DOI: 10.1108/02683940310502421

Janson, P., & Martin, J.K. (1982). Job satisfaction and age: A 

test of two views. Social Forces. 60(4), 1089-1102.

Johnsrud, L.K., & Rosser, V.J. (2002). Faculty members’ mo-

rale and their intention to leave: A multilevel explanation. 

� e Journal of Higher Education. 73(4), 518-542.

Jurkiewicz, C.L., & Giacalone, R.A. (2004). A values frame-

work for measuring the impact of workplace spirituality 

on organizational performance. Journal of Business Eth-

ics. 49(2), 129-142.

Kacmar, K.M., & Ferris, G.R. (1991). Perceptions of organi-

zational politics scale (POPS): Development and con-

struct validation. Educational and Psychological Measure-

ment. 51(1), 193-205. DOI: 10.1177/0013164491511019

Kim, S. (2002). Participative Management and Job Satisfac-

tion: Lessons for Management Leadership. Public Ad-

ministration Review. 62(2), 231-241. DOI: 10.1111/0033-

3352.00173

Locke, E.A. (1976). h e Nature and Causes Of Job Satisfac-

tion. In M. D. Dunnette. (Ed.), Handbook of industrial 

and organizational psychology. Chicago: Rand McNally, 

pp. 1319-1328.

Kellough, J.E., & Nigro, L.G. (2006). Civil service reform in 

the states: Personnel policy and politics at the subnational 

level. Albany: State University of New York Press.

Reed, P.B., & Selbee, L.K. (2001). h e civic core in Canada: 

Disproportionality in charitable giving, volunteering, and 

civic participation. Nonpro� t and Voluntary Sector Quar-

terly. 30(4), 761-780. DOI: 10.1177/0899764001304008 

Reiner, M.D., & Zhao, J. (1999). h e Determinants of Job 

Satisfaction Among United States Air Force Security 

Police: A Test of Rival h eoretical Predictive Models. 

Review of Public Personnel Administration. 19(3), 5-18. 

DOI: 10.1177/0734371X9901900301

Savic, M., Djordjevic, P., Nikolic, D., Mihajlovic, I., & Zivko-

vic, Z. (2013). Modeling the inl uence of EFQM criteria 

on employees satisfaction and loyalty in transition econo-

my: the study of banking sector in Serbia. Serbian Journal 

of Management. 9(1), 15-30. DOI:10.5937/sjm9-4972

EJAE ʹͲͳ5  ͳʹ ȋͳȌ  ͳͲ-ͳ8Bojadjiev, M. et al.  Perceived work environment and job satisfaction



18

ReĐeiǀed: MaƌĐh Ϯϲ, ϮϬϭϱ.
CoƌƌeĐi oŶ: MaƌĐh Ϯϳ, ϮϬϭϱ.
AĐĐepted: MaƌĐh ϯϭ, ϮϬϭϱ.

PERCEPCIJA RADNOG OKRUŽENJA I ZADOVOLJSTVA POSLOM 
MEĐU ZAPOSLENIMA U DRŽAVNOJ UPRAVI

Rezime: 

Ovaj rad ispituje uticaj radnog okruženja na osećanje zadovoljstva poslom među 
zaposlenima u državnoj upravi. U njemu se analizira odnos između ličnih ka-
rakteristika i karakteristika posla i zadovoljstva poslom. Podaci su prikupljeni 
na uzorku koji obuhvata 169 zaposlenih u jednoj jedinici lokalne samouprave 
u Makedoniji. Rezultati istraživanja pokazuju da organizaciona klima i njene 
komponente mogu u velikoj meri predvideti stepen zadovoljstva poslom među 
zaposlenima u državnom sektoru. Analiza radnog okruženja ukazuje na to da je 
priznanje najbolji pokazatelj zadovoljstva poslom među zaposlenima u državnoj 
upravi, kao i postojanje mogućnosti za profesionalni napredak i unapređenje. 
Značaj ovog istraživanja ogleda se u njegovom doprinosu širenju znanja i boljem 
razumevanju determinanti koje mogu pozitivno uticati na zadovoljstvo poslom 
među zaposlenima u državnoj upravi u zemljama u razvoju. 

KljučŶe reči: 
radno okruženje, 

zaposleni u državnoj upravi, 

zadovoljstvo poslom, 

lične karakteristike, 

karakteristike posla.
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