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1. Introduction

One of the most investigated work-related attitudes that that have been the subject
of the most research is job satisfaction (Locke & Latham, 2000; Sanjeev, 2017).
However, this topic still deserves and receives attention from researchers from all
over the world, suggesting that in this field there is still space for new insights and
new conclusions. The fruitful background for new research in this field lies in the
fact that job satisfaction matters from at least three perspectives: it a has
humanitarian perspective, it is related to organizationally relevant job behaviour
and it can be a reflection on organizational functioning (Spector, 1997).

Since job satisfaction is an important phenomenon for both, employees and
organizations, in an attempt to better understand the factors that influence it, many
empirical investigations in this field have been conducted so far. These findings are
beneficial from the perspective of creating effective mechanisms for enhancing it.

When it comes to investigating the factors of job satisfaction, it appears that
special attention was put on demographic ones, such as gender (DeVaney & Chen,
2003; Paul & Phua, 2011; Azim et al. 2013; Chirchir, 2016), age (Clark et al.,
1996; Bernal et al., 1998; Kooij et al., 2007; Cavanagh et al., 2020), or social, such
as marital status (Azim et al., 2013), rank on the hierarchical position (Robie et al.,
1998; Oshagbemi, 2003; Eyupoglu & Saner, 2009; Paul & Phua, 2011; Adamchik
et al.,, 2022) or type of employment contract (Ferrer-i-Carbonell & van Praag,
2006), indicating that these variables explain a lot when it comes to the employees’
satisfaction with their job.

The socio-demographical factors of employee job satisfaction are important
variables to be investigated in the case of the Republic of Croatia as well since the
empirical evidence shows that many people leave this country in an attempt to find
adequate employment or any employment at all, indicating that they are not
satisfied with the employment situation in this country. That emigration of
employees in the Republic of Croatia is a severe problem shows the data of the
State Institution of Statistics: the number of emigrants in 2012 was 12.877 while in
2021 the total number was 40.424 (State Institution of Statistics, 2022). Although
there is immigration in this country as well, the net migration is still negative. More
precisely, since the crisis in 2009 and becoming a member of the EU in 2013, the
Republic of Croatia has had a negative net migration balance (Tomi¢ et al., 2019).
The large emigration caused labour shortages, especially in accommodation and
food service, but also in construction, medical and IT sectors (Tomi¢ et al. 2019),
so the state authorities were forced to increase the quotas for the import of foreign
workers (Vladisavljevi¢, 2019).

In order to better understand the problem of emigration in the Republic of
Croatia, the aim of the paper is to investigate how current employees are satisfied
with their jobs in terms of their socio-demographic characteristics so that a custom
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retaining mechanism could be designed. An empirical investigation was carried out
for the purpose of this work. The sample included 284 employees in companies in
the Republic of Croatia. The contribution of this paper is that it serves the managers
of companies to make more effective mechanisms for enhancing the employees’ job
satisfaction and, consequently, to reduce emigration from this country.

The paper is structured as follows: the first part of the paper deals with the
literature review on job satisfaction and hypothesis development, the second part of
the paper contains the results of the empirical study and their discussion, and at the
end of the paper, the implication for human resource management the concluding
remarks are made.

2. Literature review

The research on job satisfaction has a long tradition that dates since the thirties of
the twentieth century when Hoppock (1935) defined this category as any
combination of psychological, physiological, and environmental circumstances that
cause a person to say truthfully - I am satisfied with my job (Hoppock, 1935). Sice
that time, as a researched variable in companies, employee job satisfaction has
highly surpassed all other variables (Abdulla et al., 2011). Consequently, many
definitions, views, and approaches to this phenomenon have emerged so far.

When it comes to defining job satisfaction as a category, literature shows that
different authors have different perspectives. When defining job satisfaction, some
authors put an emphasis on the emotional aspect of job satisfaction (as Hoppock did),
while others include other aspects, such as cognitive (evaluative) or behavioural.

Emotional and cognitive (evaluative) aspects in defining job satisfaction could
be found in Spector's (1997) definition. According to this author, job satisfaction
refers to the way how people feel about their jobs and their various aspects; it also
refers to the extent to which workers like or dislike their jobs (Spector, 1997). This
author also states that there are two evaluative mechanisms upon which employees’
emotions regarding job satisfaction could arise: global and facets and both of them
are useful. Global, when overall attitude about a job is important or when
researchers investigate the effects of people liking or disliking their job. Facets,
when it is crucial to determine which component of work results in people being
satisfied or dissatisfied (Spector, 1997) in order to improve those that are not
satisfying.

Emotional and evaluative aspects in defining job satisfaction are present in
Locke's (1976) definition of job satisfaction as well. This author, for example,
defines job satisfaction as "a pleasurable or positive emotional state resulting from
the evaluation of one's work experience" (Locke, 1976).
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Judge et al. (2001), also define job satisfaction from cognitive (evaluative) and
emotional perspectives as they state that job satisfaction is a result of a person's
cognitive, emotive, and evaluative response to numerous job-related factors.

The cognitive perspective in defining job satisfaction is particularly present in
McShane's (2004) view of job satisfaction. He states that job satisfaction
represents the level of divergence between what a worker expects to receive and
what he/she actually experiences in the workplace (McShane, 2004). That means
that employees conduct some kind of mental calculations to analyse what they
expected from the job and what they received.

A similar opinion regarding job satisfaction has Fako et al. (2009). These authors
also state that job satisfaction depends on what one expects and receives from a job. In
the line, they state that if one expects little from a job and receives little in return,
he/she will be just as content as someone who expects much and receives plenty.
Consequently, when somebody expects a lot from work but only receives a bit of it,
that person feels unhappy with his/her job (Fako et al., 2009 in Djordjevi¢ et al. 2017).

In addition to the emotional and cognitive perspectives in defining job
satisfaction, Hulin and Judge (2003) believe that job satisfaction includes
behavioural perspective as well. According to these authors, “job satisfaction refers
to internal cognitive and affective states accessible using verbal or other
behavioural and emotional responses® (Hulin & Judge, 2003, pp. 259).

Some authors, like Porter et al. (1975) completely focused on the behavioural
aspect when defining job satisfaction since according to them job satisfaction is
one’s reaction to his/her occupation or organization.

In addition to the fact that the literature on job satisfaction is very rich when it
comes to defining this phenomenon, in this field many empirical studies have been
conducted so far as well. Since job satisfaction is an important phenomenon for
both employees and organizations, many aspects of employees’ job satisfaction
influence have been investigated. For example, it was found that if the employees
are satisfied with their job, they have lower turnover intentions (Azeez et al. 2016;
Le et al., 2022), demonstrate organizational citizenship behaviour (Vatsa, 2013;
Wahyuni & Dirbawanto, 2022), they are committed to their organizations (Azeez
et al. 2016; Candelario et al., 2020), have higher job performances (Bin, 2016;
Inayat & Khan, 2021) and positively influence organizational performances in
general (Latif et al., 2013; Imran et al., 2021).

For the purpose of investigating the level of job satisfaction, several
instruments have been developed so far. One of the most implemented is an
instrument developed by Spector (1997) which is originally developed for the
social service sector but is widely used for other sectors as well. This instrument
contains 36 items that measure the employee's attitude towards the nine aspects of
the job, such as pay, promotion, fringe benefits, contingent rewards, supervision,
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operating procedures, co-workers, nature of work, and communication. The
response format is a six-point Likert scale, ranging from ‘disagree very much’ (1)
to ‘agree very much’ (6).

The next instrument widely used is The Minnesota Satisfaction Questionnaire
(MSQ). This is a standardized questionnaire available in three versions. Long
versions are from 1977 and 1967 (Weiss et al. 1967a), while the short version is from
1967 (Weiss et al., 1967b). The most used version is the short one which consists of
20 questions with a Likert scale from 1 to 5. With this scale, it is also possible to
measure both intrinsic and extrinsic dimensions of job satisfaction, since the
questions were chosen in such a way as to cover all 20 subscales of the longer form
of the MSQ. The questions are also formed in such a way that they encompass both
intrinsic and extrinsic dimensions that together make up the overall employee job
satisfaction.

3. Hypothesis development

Socio-demographic variables connected to employees were widely investigated in
terms of their job satisfaction. However, a conclusive relationship is still missing
since the studies conducted so far have shown mixed results. Therefore,
investigating the relationship between these variables and job satisfaction is still
fruitful for new research and new insights.

When it comes to the investigation of relationships between age and job
satisfaction, Sanjeev (2017) noted that evidence shows that the relationship
between age and job satisfaction could be positive, negative, and curvilinear.
Bernal et al. (1998) earlier noted that even five possible relationships between
these variables are found: positive linear relationship, negative linear relationship,
"U" shaped relationship, inverted "U" relationship, and no significant relationship
(Bernal et al., 1998 in Djordjevi¢ et al. 2017).

Cavanagh et al. (2020) state that as workers aged, they are more motivated by
those characteristics of their jobs that have more social and emotional aspects, such
as autonomy, and social interactions with coworkers, and less motivated by aspects
of their job connected with accumulation resources, such as salary, job training,
etc. At the same time, these job characteristics affect how older workers are
satisfied with their jobs. However, there is some evidence that older employees
sometimes are motivated and highly value salary (Kooij et al., 2007) as well.

On the other hand, the majority of studies support the idea that younger workers
tend to place more value on pay and advancement chances (Clark et al., 1996). Clark et
al. (1996) also state that very young employees who just entered into the employment
world tend to be very excited and satisfied with their job since as employees they are
for the first time, in a position to gain their own financial resources, which provide
them to live by their own (Clark et. al 1996 in Djordjevi¢ et al., 2017).
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Since the cognitive perspective of job satisfaction suggests that employees
mentally calculate what expect and receive from their job, young employees tend
to have greater, and often unrealistic expectations of their job (Greenhaus et al.,
2018), which often result in their disappointment and, consequently, lower job
satisfaction. On the other side, older employees tend to have more realistic
expectations, so the gap between what they expect and what they receive from a
job is lower, so they tend to be more satisfied (Clark et al., 1996 in Djordjevi¢ et
al., 2017). In other words, there is a great probability that employees’ job
satisfaction is different regarding their age.

Based on the above, the first hypothesis that is going to be tested in the paper is
as follows:

HI: There is a statistically significant difference in job satisfaction of employees of
different ages in the companies in the Republic of Croatia.

One of the most investigated demographic characteristics of employees whose
influence on job satisfaction was researched is gender, as well. However, the results
of the empirical studies conducted regarding the influence of this variable are mixed,
as they are for the most of the demographic variables. For example, in the study
conducted by Chirchir (2016), it was found that there were significant differences in
the level of satisfaction of male and female teachers regarding dministrative duties
and satisfaction with teaching. In fact, it was found that male teachers were more
satisfied with administrative duties and teaching than female teachers.

DeVaney and Chen (2003) also discovered that besides other demographic
variables, gender had an effect on job satisfaction as well. On the other hand, in the
study conducted by Paul and Phua (2011), it was concluded that gender had no
influence on job satisfaction.

Although certain studies show that there is no gender difference in employees'
levels of job satisfaction (Paul & Phua, 2011), it appears that in many of them,
evidence shows that such difference still exists (DeVaney & Chen, 2003; Cantarelli
et al., 2016; Jonsdottir et al., 2020). As Garcia-Mainar et al. (2016) noted, there are
several explanations for that: men and women differ in the referents for measuring
job satisfaction, i.e., different job characteristics have different importance for them,
further, there are differences in expectations of job between men and women; they
differ in the perception of the same subjective aspects of the job etc. The above-
mentioned authors state that these reasons could be summarized in two ways:
different expectations and different preferences that men and women have influence
differences in their job satisfaction.

Since most of the previous research suggests that there are differences in job
satisfaction between men and women, as well as that statistical data in the Republic
of Croatia, within the population of 20 to 60 years, men are more likely to emigrate
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from the country, compared to women (State Institution of Statistics, 2022), the
second hypothesis that is going to be tested in the paper is as follows:

H2: There is a statistically significant difference in job satisfaction of employees of
different gender in the companies in the Republic of Croatia.

The research also dealt with the investigation of the influence of the
hierarchical position of employees, i.e., job position or job rank, on employees’ job
satisfaction. The studies mostly show that this factor positively influences this
phenomenon since the hierarchic rank is closely related to formal power,
autonomy, salary, workplace status, etc. In that line, a meta-analysis conducted by
Robie et al. (1998) showed that 35 analysed studies indicate a positive relation
between the hierarchical position of employees and their job satisfaction (although
moderate), meaning that job satisfaction increases with the hierarchical rank.

Further, in the study conducted by Paul and Phua (2011) it was discovered that
job position (as well as age) influenced the level of job satisfaction. More recently,
in the study conducted by Adamchik et al. (2022) it was also discovered that
hierarchical rank is positively related to job satisfaction.

There are also studies that did not confirm that job satisfaction progressively
increased with hierarchical rank. For example, Eyupoglu & Saner (2009)
concluded that only 4 of 20 job-related factors were statistically associated with
academic rank (advancement, pay, coworkers, and variety).

Although in some studies, positive relationship between the hierarchical
position and job satisfaction was not found, Oshagbemi (2003) noted that most of
the studies conducted in this area suggest that hierarchical level, i.e., job position,
is a reliable predictor of job satisfaction, meaning that if the employees’
hierarchical level or job position increases, those employees are generally are more
satisfied with their jobs compared to employees at a lower position.

Based on the abovementioned, the third hypothesis that is going to be tested in
the paper is as follows:

H3: There is a statistically significant difference in the job satisfaction of employees
of different hierarchical levels in the companies in the Republic of Croatia.

4. Research design

Research method and context. For the purpose of analysing an influence of socio-
demographic variables on job satisfaction, quantitative research was conducted.
The quantitative research offers an opportunity to explain complex phenomenon
through data and make generalizations supported by real datasets and results of
their analysis. Furthermore, the context of the research makes the respondents from
the Republic of Croatia, different in terms of gender, age, size of the employee's
company, type of work contract, the highest level of education that a person holds,
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position on the hierarchy ladder etc. But the analysis in the paper focuses only on
the age, gender and hierarchy level differences of participants’ job satisfaction. The
survey included 284 respondents.

Data collection. The results were obtained through the dissemination of
questionnaires from March 2022 to February 2023. The companies whose
employees were surveyed were selected through the list of business entities at the
Croatian Chamber of Commerce in order to track the ownership, the size of the
company, and the place where the company is headquartered. The surveys were
sent by e-mail to the representatives whose addresses were indicated on those lists
and the recipients of the e-mail forwarded the questionnaire to employees. Half of
the questionnaires were sent by e-mail using Google Forms, while the other half
was obtained on paper through the company’s representative. Therefore, a random
sampling technique was applied in terms of employees surveyed. On the other
hand, their anonymity was secured without personal contact with researchers.

The questionnaire was previously double-translated, standardized and used as
such in the research. Since the questionnaire is already validated in the literature,
the pilot research process was not carried out for the same reasons.

Sample information. Dataset was made of 284 responses of employees currently
working in enterprises in the Republic of Croatia. From a total of 284 respondents,
65 (22.9%) had definite, while 219 (77.1%) had indefinite contract. In terms of size
of enterprise where the respondents work, sample distribution was almost equal,
micro 21.8%, small 26.1%, medium 27.1% and big 25%. Dominantly, the
respondents hold high school diploma (137 or 48.2%), while 112 (39.4%) have
finished bachelor, master or doctorate. Only 2 respondents had completed primary
school and 33 higher school education. It can be concluded that the sample was
rather diversified when socio-demographic characteristics were observed.
Additionally, the socio-demographic structure of respondents that is used in this
study is presented in the following Table 1.

Table 1: Sample structure

Item No. %
Age 18-25 26 9.2
26-35 87 30.6
36-45 64 22.5
46-55 71 25.0
56-65 36 12.7
Gender Males 111 39.1
Females 173 60.9
Position in organisation Worker 213 75.0

Low-level management 44 15.5
High-level management 27 9.5

Source: Authors’ calculation
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Analysed variables. The questionnaire used in this study consists of two
sections. In the first section, respondents were asked to mark their biographical
data: gender, age, education, size of the company where the respondent is
employed, type of work contact with the company, hierarchy level and monthly
earnings. The second part of the survey was focused on assessing the level of
respondents’ job satisfaction. The measurement scale applied was already widely
used in the research on the topic of the employee’s job satisfaction. It is the Job
Satisfaction Survey developed by the author Paul Spector (1994). The survey used
has 36 items for assessing 9 aspects of job satisfaction. The items were rated on the
6-point Likert scale from 1 - Disagree very much to 6 - Agree very much.
Moreover, 19 items were negatively stated so recoding was made in order to
achieve the same measuring scale. The reliability of the used scale was acceptable
and Cronbach alpha 0.950 was calculated. Finally, the respondents stated that their
average job satisfaction was 3.8868 (SD=.93612).

Statistical analysis. For the purpose of statistical analysis, the program IBM
SPSS, version 23 was applied. The frequencies and descriptive statistics were firstly
conducted, reliability of measurement scale assessed by Cronbach alpha, and finally,
differences among demographic groups were measured after testing normality and
homogeneity of variance. This is why t-test and one-way ANOVA were applied.
Specifically, t-test was used to capture the differences between males and females,
while one-way ANOV A was applied when number of groups was greater than two or
in terms of age and hierarchy level in the organization. For post hoc analysis, Scheffe
was used when the equal variances were assumed (Soldi¢-Aleksi¢, 2015).

5. Results

In order to test the first hypothesis (H1), one-way ANOVA test was performed.
Considering age group as an independent variable, there were established five
categories.

Table 2: One-Way ANOVA test for age
a) descriptives

Age group N Mean Std. Deviation Std. Error

(in years)
18-25 26 3.7767 73015 .14319
26-35 87 3.8966 .94019 .10080
36-45 64 42322 .86240 .10780
46-55 70 3.5083 .98896 11820
56-65 36 4.0648 .83336 .13889
Total 283 3.8868 93612 .05565
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b) test of homogeneity of variances

Levene Statistic dfl df2 Sig.
.647 4 278 .629
c) ANOVA
Sum of Squares df Mean Square F Sig.
Between Groups 19.126 4 4.782 5.830 .000
Within Groups 227.995 278 .820
Total 247.121 282

d) Multiple comparisons — Scheffe post hoc test

Mean Diff. (I- 95% CI
(D) Age [(J) Age J) Std. Error Sig. Lower Bound | Upper Bound
36-45 46-55 72387 15662 .000 2382 1.2096

Note: *The mean difference is significant at the 0.05 level.

Source: Authors’ calculation

Table 2a presents descriptive statistics for the multigroup respondents and their
job satisfaction. It can be noted that age group between 34 and 45 has the highest
mean value of job satisfaction (mean=4.2322, SD=.86240), while the lowest has
the group between 46 and 55 (mean=3.5083, SD=.98896). Levene’s test of equality
of variances is not significant so the hypothesis of homogeny variability of
variances is accepted (Table 2b). The analysis of variance showed that equal
variances could be assumed among age groups of employees in terms of their job
satisfaction, while it is not confirmed that there is equal average job satisfaction
between five age groups (Table 2c). It can be concluded that the first hypothesis
stated that there are significant differences between the employees of different age
in terms of their job satisfaction is supported. Lastly, post hoc test showed that two
age groups, from 36-45 and from 46-55, significantly differ and that the first age
group has higher job satisfaction than older one.

In order to test the second hypothesis (H2), firstly group statistics was tested
and then the independent samples t-test. Table 3 indicates the acquired results.

Table 3a shows that among the interviewed employees 111 were men and their
average job satisfaction was 3.9349 (SD=.9094). On the other hand, females were
172 and their average job satisfaction was 3.8558 (SD=.9543). Afterwards,
independent t-test was performed to test the differences in gender perception of job
satisfaction (Table 3b). As Levene’s test for equality variances was not significant
and t-test is also insignificant, the second hypothesis which stated that there were
differences in job satisfaction between genders is not accepted.

In order to test the third hypothesis (H3), one-way ANOVA test was
performed. Considering the hierarchy level as a grouping variable and also as an
independent variable, there were established three categories.
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Table 3: Independent-Samples T-Test for gender

a)
Group Statistics
Gender N Mean Std. Deviation | Std. Error Mean
Job_satisfaction Male 111 3.9349 .9094 .0863
Female 172 3.8558 .9543 .0728
b)
Independent Samples Test
Levene's Test
for Equality
of Var. t-test for Equality of Means
Std. 95% CI
Mean | Error
F Sig. t df Sig. | Diff. | Diff. | Lower | Upper
JS Equal var. -
assumed 122 728 .694 281| .488.07915|.11408 14540 30371
Equal var.
not 701242959 | .484|.07915].11290 - |.30153
.14323
assumed
Source: Authors’ calculation
Table 4: One-Way ANOVA test for hierarchy level
a) descriptives
Hierarchy level N Mean | Std. Dev. | Std. Error
worker 212]3.7761 92734 .06369
low-level management 44 14.1136 .87507 13192
high-level management 2714.3868 90145 17348
Total 283 |3.8868 93612 .05565
b) test of homogeneity of variances
Levene Statistic dfl df2 Sig.
.068 2 280 934
c) ANOVA
Sum of Squares df Mean Square F Sig.
Between Groups 11.614 2 5.807 6.904 .001
Within Groups 235.507 280 .841
Total 247.121 282
d) Multiple comparisons — Scheffe post hoc test
(I) Hierarchy |(J) Hierarchy Mean Std. 95% CI
level level Diff. (I-J) | Error Sig. Lower Bound | Upper Bound
worker higher-level -.61076 | .1874 .005 -1.0719 -.1496
management 0

Note: *The mean difference is significant at the 0.05 level.
Source: Authors’ calculation
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Descriptive statistics for the three-group respondents according to their level on
the hierarchy ladder and their job satisfaction is presented in Table 4a. The group
of employees marked as "workers" has the lowest job satisfaction (mean=3.7761,
SD=.92734), while the group of "high-level management" has the highest job
satisfaction (mean=4.3868, SD=.90145). Levene’s test of equality of variances is
not significant so the hypothesis of homogeny variability of variances is accepted
(Table 4b). The analysis of variances showed that equal variances could be
assumed among groups of employees on different levels on hierarchy ladder in
terms of their job satisfaction, while it is not confirmed that there is equal average
job satisfaction between the three age groups (Table 3c). Therefore, the third
hypothesis, which defined that there are significant differences between the
employees on different hierarchy level in organization - in terms of their job
satisfaction is supported. Lastly, Scheffe post hoc test showed that two groups of
employees, those declared as "workers" and "high-level management",
significantly differ, and that the first group has higher job satisfaction than the
second one.

6. Discussion

The study results indicate that the younger group of employees in the Republic of
Croatia (aged between 36 and 45) is more satisfied with their job than the group of
respondents between 46 and 55. The literature demonstrates that there is a
curvilinear link between age and job satisfaction in this age range, with a slope that
may be slightly flatter for those over 40 and significantly steeper for those under 30
(Sanjeev, 2017). Paul and Phua (2011) propose a U-shaped relationship where
younger generations are more satisfied with their jobs due to the novelty of work.
Furthermore, the same authors also did not find any difference between males and
females in terms of their job satisfaction even though the literature mostly suggests
that job satisfaction level varies between genders due to their different perspective
of assessing it. Lastly, the data on differences between the employees on different
hierarchy levels in organisations in the Republic of Croatia showed that high-level
management is more satisfied with their job than the group of employees named
“workers”. Several researchers also came to similar results (Paul & Phua, 2011;
Adamchik et al., 2022). The reason behind these results is that the employees in
higher hierarchical positions have more incentives received at the job than the
workers on the lower levels. Therefore, the results of this study are in line with the
literature on this topic.

7. Implication for human resource management

The results of the study conducted on a sample of employees in Croatia showed
that in terms of age the lowest job satisfaction (3.5083) have the employees
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between the age of 46-55. Since this part of the sample mostly belongs to
Generation X and Y, as previous research in this field suggests, these are the
employees for which satisfaction with their job is very important, even more than a
promotion (Enkhbaatar et. al. 2021). Some research also suggests that these
employees may be not motivated by money; however, if their salaries become
insufficient, they will eventually incline towards demotivation and inactivity (Hank
Karp, 2002 in Enkhbaatar et. al. 2021). This leads to the conclusion that salary
alone is not enough sufficient to keep these employees satisfied, but the level of
salary is an important factor in their productivity and task accomplishment
(Enkhbaatar et. al. 2021). Therefore, in order to raise the job satisfaction of
employees of these ages, managers should provide them with interesting and
challenging jobs which are sufficiently paid. If it is missing, there is a great
probability that these employees will leave the company in order to find a better
place to work.

The part of the sample of employees who are the least satisfied with the job
consists partly of the employees who belong to Generation Y as well. According to
Treuren and Kathryn (2010), these employees in general are ambitious,
technologically equipped, hardworking, ready for change, forward-thinking, want
to get a lot in a short time, prefer high salaries and constant challenges (Treuren &
Kathryn, 2010 in Enkhbaatar et. al. 2021). Having in mind these general
characteristics of these employees, in order to keep them motivated and satisfied
with their jobs, and hence to retain them in their companies, managers should
provide them with challenging tasks, opportunities for innovations, and adequate
salaries.

As evidence from the study also shows, relatively low levels of satisfaction
with jobs have employees aged 18 to 25 (3.7767) and from 26 to 35 (3.8966).
According to the survey, this generation of employees called Z is innovative, and
values transparency, flexibility, and individual freedom (Schawbel, 2014 in
Enkhbaatar et. al. 2021). As such, in order to be satisfied with companies and be
loyal to them, managers should provide these employees with designs of job tasks
that will meet these characteristics.

The study's findings are consistent with the expectations when it comes to the
impact of hierarchical rank on job satisfaction. In order to increase the job
satisfaction of employees at lower hierarchical levels it is necessary to investigate
deeply which characteristics of their job are most dissatisfying, which will be the
subject of further investigation of the authors. However, the effective mechanism
for raising job satisfaction generally lies in redesigning the job in order not to be
repetitive or mechanistic, as well as to provide adequate salary for the efforts that
employees make.
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8. Conclusion

This paper deals with the job satisfaction of employees in Croatia in terms of some
socio-demographic variables (age, gender, and hierarchical rank). The goal of the
study was to determine whether there were any disparities in the job satisfaction of
employees in relation to these factors in order to identify those who would
eventually leave their organizations or even the country as a result of their low job
satisfaction. The knowledge of that could be beneficial for the management of the
companies in order to design adequate mechanisms for retaining their employees.

The results of the study show that there is a statistically significant difference
in job satisfaction of employees of different ages and of different hierarchical level.
However, when it comes to gender, the hypothesis did not confirm. In other words,
there is a statistically significant difference in job satisfaction of employees of
different gender in the companies in the Republic of Croatia. According to the
findings, some recommendations for human resource management were made in
order to enhance employees’ satisfaction and retain them in a company.

However, this paper is not without limitations. The first limitation refers to the
sample which could not be considered as representative since the survey included
only employees working in the private sector in Croatia. Further, in the study job
satisfaction of employees was not investigated in terms of specific job
characteristics, but it was analysed in general. Therefore, the recommendations that
are made in the paper could not be more concrete. Finally, in the study, only socio-
demographic variables were analysed in terms of their relationship with job
satisfaction. However, there are more other variables that could be investigated
influencing job satisfaction, such as leadership style, organizational culture,
ownership of the capital of the companies, personal characteristics of employees,
etc.

These limitations, at the same time, set the directions in which the authors of
the paper will continue their research in this field.

Acknowledgement

This research is part of the 101120390 - USE IPM - HORIZON-WIDERA-2022-
TALENTS-03-01 project, funded by the European Union. Views and opinions
expressed are however those of the authors only and do not necessarily reflect
those of the European Union or the European Research Executive Agency. Neither
the European Union nor the European Research Executive Agency can be held
responsible for them.



Rade et al. / Economic Themes, 61(3): 307-324 321

References

Abdulla, J., Djebarni, R. & Mellahi, K. (2011). Determinants of job satisfaction in the UAE: A
case study of the Dubai police. Personal Review, 40 (1), 126-146.

Adamchik, V. A., Hyclak, T. J. & Sedlak, P. (2022). Organizational hierarchical position,
perception of unfair pay, and job satisfaction: evidence from large nation-wide surveys in
Poland. Baltic Journal of Management, 17 (5), 621-636.

Azeez, R. O., Jayeoba, F. & Adeoye, A. O. (2016). Job Satisfaction, Turnover Intention and
Organizational Commitment. Journal of Management Research, 8 (2), 102-114.

Azim, M. T., Haque, M. M. & Chowdhury, R. A. (2013). Gender, Marital Status and Job
Satisfaction an Empirical Study. International Review of Management and Business
Research, 2 (2), 488-498.

Bernal, D., Snyder, D. & McDaniel, M. (1998). The age and job satisfaction relationship: Does
its shape and strength still evade us? Journal of Gerontology: Psychological Sciences,
53B (5), 287- 293.

Bin, A. S. (2016). The relationship between job satisfaction, job performance and employee
engagement: An explorative study. Issues in Business Management and Economics,
4(1), 1-8.

Candelarioa, L., Tindowenb, D. J., Mendezabalc, M. J. & Quilang, P. (2020). Organisational
Commitment and Job Satisfaction among Government Employees. International Journal
of Innovation, Creativity and Change, 13 (10), 1627-1643.

Cantarelli, P., Belardinelli, P. & Belle, N. A. (2016). Meta-Analysis of Job Satisfaction
Correlates in the Public Administration Literature. Rev. Public Pers. Admin. 36, 115—
144.

Cavanagh, M, Kraiger, K. Henry, L. K. (2020). Age-Related Changes on the Effects of Job
Characteristics on Job Satisfaction: A Longitudinal Analysis. The International Journal
of Aging and Human Development, 91 (1), 60-84.

Chirchir, R. (2016). Demographic Factors and Job Satisfaction: A Case of Teachers in Public
Primary Schools in Bomet County, Kenya. Journal of Education and Practice,7 (13),
152-158.

Clark, A., Oswald, A. & Warr, P. (1996). Is Job Satisfaction U-shaped in Age? Journal of
Occupational and Organizational Psychology, 69, 57-81.

DeVaney, S. A. & Chen, Z. S. (2003). Job Satisfaction of recent graduates in financial services.
US Department of Labour. Bureau of Labour Statistics Compensation and Working
Conditions Online.

Djordjevi¢, B., Ivanovi¢-Djukic¢, M. & Lepojevié, V. (2017). Relationship of ages and gender of
the employees in organisations in the Republic of Serbia and their job satisfaction.
Economics Themes, 55 (2): 263-280.

Enkhbaatar, S., Gurbazar, B., & Choijil, B. (2021). X and Millennial Employee Job Satisfaction
Factor Study of Mongolia. Journal of Human Resource and Sustainability Studies, 9,
159-172.

Eyupoglu, S. Z., & Saner, T. (2009). The relationship between job satisfaction and academic
rank: a study of academicians in Northern Cyprus. Procedia-Social and Behavioral
Sciences, 1 (1), 686-691.

Fako, T. T., Moeng, S. R. T. & Foreheh, N. (2009). Gender Differences in Satisfaction with the
Type of Work University Employees Do: Evidence from the University of Botswana.
Journal of Service Science and Management, 2 (4), 404-417.



322 Rade et al. / Economic Themes, 61(3): 307-324

Ferrer-i-Carbonell, A., & van Praag, B. M. S. (2006). Insecurity in the labor market-The impact
of the type of contract on job satisfaction in Spain and the Netherlands. University of
Amsterdam, February.

Garcia-Mainar, 1., Garcia-Martin, G. & Montuenga, M. V. (2016). Revista de Economia
Aplicada, 71 (24), 39-67.

Greenhaus, J., Callanan, G. and Godshalk, V. (2018) Career Management for Life. 5th edn.
Taylor and Francis. Available at: https://www.perlego.com/book/2193360/career-
management-for-life-pdf (Accessed: 30 Jun 2023).

Hank Karp, C. F. (2002). Bridging the Boomer—Xer Gap. Creating Authentic Teams for High
Performance at Work. Boston, MA: Nicholas Brealey Publishing.

Hoppock, R. (1935). Job Satisfaction. New Y ork: Harper and Brothers.

Hulin, C. L., & Judge, T. A. (2003). Job attitudes. Handbook of psychology: Industrial and
organizational psychology, 12, 255-276.

Imran, M., Ismail, F., Hussain, K & Zeb, F. (2021). Job Satisfaction and Organizational
Performance: Empirical Evidence from Pakistan's Banking sector. Proceedings of the
International Conference on Industrial Engineering and Operations Management. Sao
Paulo, Brazil, April 5 - 8, 2021.

Inayat, P. Q. & Khan, M. J. (2021). A Study of Job Satisfaction and Its Effect on the
Performance of Employees Working in Private Sector Organizations, Peshawar,
Education Research International, 1-9.

Jonsdottir, 1. J., Rafnsdottir, G. L., & Olafsdottir, T. (2020). Job strain, gender and well-being at
work: A case study of public sector line managers. International journal of workplace
health management, 13 (4), 445-460.

Judge, T. A. Thoresen, C. J., Bono, J. E. & Patton, G. K. (2001). The job satisfaction job
performance relationship: A qualitative and quantitative review. Psychological Bulletin,
127 (3), 376-407.

Kooij, D., de Lange, A., Jansen, P. & Dikkers, J. (2007). Older workers’ motivation to continue
to work: Five meanings of age. Journal of Managerial Psychology, 23, 364-394.

Latif, M. S., Ahmad, M., Qasim, M., Mushtaq, M., Ferdoos, A. & Naecem, H. (2013). Impact of
employee’s job satisfaction on organizational performance. European Journal of
Business and Management, 5 (5), 166-171.

Le, H., Lee, J., Nielsen, I. & Nguyen, T.L.A. (2022). Turnover intentions: The roles of job
satisfaction and family support. Personnel Review, Vol. ahead-of-print No. ahead-of-
print.

Locke, E. A. & Latham, G. P. (2000). Theory of goal setting and Task Performance. New Y ork:
Engle wood Cliffs, Prentice-Hall.

Locke, E. A. (1976). The nature and causes of job satisfaction in M. D. Dunnette (Ed).
Handbook of Industrial and Organizational Psychology, (Chicago: Rand McNally):
pp.1297-1343.

McShane, S. (2004). Canadian Organizational Behaviour (5th ed.). Toronto: McGraw-Hill
Ryerson.

Oshagbemi, T. (2003). Personal correlates of job satisfaction: empirical evidence from UK
universities. /nt. J. Soc. Econ. 30 (12), 1210-1231.

Paul, E. P. & Phua, S.K. (2011). Lecturers’ job satisfaction in a public tertiary institution in
Singapore: ambivalent and non-ambivalent relationships between job satisfaction and
demographic variables. Journal of Higher Education Policy and Management, 33 (2),
141-151.



Rade et al. / Economic Themes, 61(3): 307-324 323

Porter, L.W., Lawler, E. E. & Hackman, J. R. (1975). Behaviours in Organisations, New Y ork:
McGraw-Hill.

Robie, C., Ryan, A., Schmieder, R., Parra, L. & Smith, P. (1998). The relation between job level
and job satisfaction. Group and Organization Management, 23 (4), 470-495.

Sanjeev, M. A. (2017). Age and job satisfaction: an empirical investigation among the
pharmaceutical sales and marketing professionals in India. /nt. J. Human Resources
Development and Management, 17 (%), 315:332.

Schawbel, D. (2014). Gen Z Employees: The 5 Attributes You Need to Know. Entrepreneur
Europe.

Soldi¢-Aleksi¢, J. (2015). Primenjena analiza podataka: Rad u programima za statisticku
analizu i tabelama za izracunavanje. Beograd: Centar za izdavacku delatnost Ekonomski
fakultet, Univerziteta u Beogradu.

Spector, P.E. (1994). Job Satisfaction Survey. Tampa, FL: Department of Psychology,
University of South Florida.

Spector, P. E. (1997). Job Satisfaction: Application, Assessment, Causes, and Consequences.
Thousand Oaks: Sage Publications.

State Institution of Statistics (2022). Migration of population of Republic of Croatia, 2021.
Available at: https://podaci.dzs.hr/2022/en/29029 (Accessed: 23 July 2023).

Tomi¢, L., Rubil, 1., Nesti¢, D. & Stubbs, P. (2019). The employment and social situation in
Croatia. Study for the Committee on Employment and Social Affairs, Policy
Department for Economic, Scientific and Quality of Life Policies. Luxembourg:
European Parliament.

Treuren, G., & Kathryn, A. (2010). The Employment Expectations of Different Age Cohorts: Is
Generation Y Really That Different? Australian Journal of Career Development, 19, 49-
61.

Vatsa, N. (2013). Relationship of Job Satisfaction with Organization Behavior. International
Journal of Education and applied research, 3 (2), 17-21.

Vladisavljevi¢, A. (2019). Croatia Imports More Foreign Workers to Ease Shortages. Balkan
Insight, June 2019.

Wahyuni, W. S. & Dirbawanto, N. D. (2022). The effect of job satisfaction and organizational
commitment on organizational citizenship behavior in employees. Journal of
Humanities, Social Science and Business, 2 (1), 306-316.

Weiss, D., Dawis, R. V., England, G. W., & Lofquist, L. H. (1967a). Minnesota Satisfaction
Questionnaire - Long Form. Educational and Psychological Measurement.

Weiss, D. J, Dawis, R. V., England, G. W., & Lofquist, L. H. (1967b). Minnesota Satisfaction
Questionnaire - Short Form. Educational and Psychological Measurement.

ODNOS SOCIO-DEMOGRAFSKIH VARIJABLI 1
ZADOVOLJSTVA POSLOM: SLUCAJ REPUBLIKE HRVATSKE

Rezime: U radu se ispituje odnos socio-demografskih varijabli i zadovoljstva
poslom u Republici Hrvatskoj. Zadovoljstvo poslom je kljuéni faktor koji utice na
dobrobit zaposlenih i1 organizacioni uc¢inak. Razumevanje socio-demografskih
varijabli koje uti¢u na zadovoljstvo poslom je kljuéno za formulisanje efikasnih
strategija ljudskih resursa i aktivnosti za poboljSanje ukupnog nivoa zadovoljstva
poslom zaposlenih. Ova studija koristi kvantitativni dizajn istrazivanja,
prikupljajuéi podatke iz uzorka zaposlenih u razli¢itim industrijama i1 sektorima
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u Republici Hrvatskoj. Socio-demografske varijable kao Sto su starost, pol i
hijerarhijski nivo se analiziraju u vezi sa zadovoljstvom poslom primenom t-testa
1 jednosmerne ANOVA analize. Analiza sprovedena na uzorku od 284 zaposlenih
pokazala je da se ispitanici razlikuju po starosti i hijerarhijskom nivou u pogledu
zadovljstva poslom. Naime, mladi radnici su zadovoljniji svojim poslom od
starijih, a visi menadZzment u poredenju sa radnicima. Ovi rezultati doprinose
postojecoj literaturi pruzajuéi uvid u jedinstvene socio-demografske faktore koji
uticu na zadovoljstvo poslom u Republici Hrvatskoj. Rezultati mogu da usmere
organizacije u razvoju ciljanih strategija za povecanje zadovoljstva zaposlenih,
kao sto su prilagodeni programi obuke, fleksibilni radni aranzmani i moguénosti
za razvoj karijere.

Kljuéne reci: zaposleni, zadovoljstvo poslom, starost, pol, hijerarhijski nivo.
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