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The healthcare sector is one of the sectors in the EU economy with significant employment poten-
tial, which is driven by the growing demand for healthcare. Job satisfaction contributes to the
improvement of the quality of service, in every profession, and it is especially important in the field
of work of professionals whose service should contribute to better and more efficient health care,
and therefore it has been an important research topic for a number of years. The health care sec-
tor is facing many challenges. Therefore, providing a sufficient number of well-qualified and moti-
vated staff will be a particular problem in countries facing a marked increase in the demand for
health care. It is estimated that the shortage of health workforce will reach 12.9 million health
workers by 2035. The health sector of the Republic of Serbia is facing similar challenges, but it also
has its own specificities, conditioned by the historical, socio-economic, cultural, and political de-
velopment of the country. This paper analyses the available literature on job satisfaction, factors
influencing satisfaction, and challenges for improving job satisfaction in the health sector.
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There is no universally accepted definition of job satis-
faction, due to the fact that, under the influence of
different factors, in different persons, personal charac-
teristics, needs, values, feelings, expectations, and
other characteristics, influence the perception of job
satisfaction. Job satisfaction is a very important aspect
of the employee's wellbeing, and it reflects emotional,
cognitive, as well as behavioral components [1].

In 1935, Hoppock was the first to define this concept as
"any combination of psychological, physiological, and
environmental circumstances that cause a person to
truthfully say that they are satisfied with their job" [2].
Wanous and Lawler indicated the possibility of measur-
ing job satisfaction through the sum of the job satis-
faction experienced in all the different aspects of the
job [3]. In literature, researchers tend to measure job
satisfaction as overall job satisfaction and specific job
satisfaction, whereby overall job satisfaction is an
overall assessment of the job, while specific job satis-
faction is, in fact, satisfaction with different aspects of
the job [4]. As of the late 1930s, job satisfaction has
been continuously studied [5][6][7][8][9] with the
help of numerous theoretical concepts and methods,

in different sectors, viewed from various perspectives,
yet there is no universal instrument that would satisfy
all the criteria necessary for the assessment of job
satisfaction in employees, and which would, at the
same time, encompass all the factors contributing to
job satisfaction.

Job satisfaction is a very important segment within
industrial and organizational psychology [10], probably
because work environment, job characteristics, as well
as the opportunities for employees, significantly differ
amongst organizations. Job satisfaction is a complex
construct, defined by the combination of different
factors, which, if disturbed for some reason, may,
amongst other things, affect employee productivity
itself [11], but also contribute to job burnout, an in-
creased absence from work, bad working relations,
violence [12], or the need for changing one's job posi-
tion [13]. Basically, job satisfaction in employees testi-
fies to the appropriate use of human resources and
care for the sustainability of the organization. The
managers in healthcare are expected to know the em-
ployees at all organizational levels well, in order to
recognize their needs and motives and find ways to
satisfy the said needs. In this way, the individual goals
of the employees become aligned with the organiza-
tional goals, but are also fulfilled in the most efficient
way, which ensures mutual benefit - satisfied employ-
ees and a satisfied organization.
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Job satisfaction in employees working in the
healthcare sector has been the focus of investigation
of researchers for a number of years. It is important
for the healthcare system that, in addition to investi-
gating overall and specific job satisfaction, analyses of
job satisfaction should focus on the differences
amongst healthcare organizations with respect to job
satisfaction. Earlier studies [14][15], carried out after
1979, researching the issue of job satisfaction, focused
mainly on certain professions, which were believed to
be, due to the specificity of the job and work with a
particular group of patients, especially prone to a de-
cline in the level of job satisfaction, such as, for exam-
ple, psychiatry specialists. Literature confirms that
health workers dealing with a particular population of
patients (e.g., AIDS patients, mentally ill patients, ter-
minally ill patients) may be exposed to emotional ex-
haustion to a greater degree, which leads to job dissat-
isfaction, or even to their leaving healthcare institu-
tions that provide services in these particular areas
[16]. A more recent study [17], dealing with the differ-
ences in overall job satisfaction between healthcare
workers employed in the mental health sector and
those employed in other healthcare sectors, indicates
that employees in the mental health sector have a
higher level of overall job satisfaction. The reason stat-
ed for this is that, due to the specificity of the work
that they do, employees of the mental health sector
promote their expertise through different educational
programs related to self-protection in the workplace
[17], which indicates that the approach towards the
employees within healthcare has significantly changed.

Further review of the literature shows that research
has also been focused on nurses working in the same
or similar areas [18][19][20][21]. As principal predictors
of professional dissatisfaction and motivators for leav-
ing the nursing profession, previous research [20] indi-
cates work overload and the inability to apply one's
expertise and skills at the workplace, with personal
reasons, on the other hand, being less of a factor.
Bearing in mind that nursing is the largest healthcare
profession worldwide, the issue of job satisfaction
amongst nurses remains a frequent topic to this day. A
recent study [21] indicates that job dissatisfaction in
the nursing profession may be determined by the lack
of respect shown by the doctors and managers, while
age, work experience, as well as the number of work
hours per week, may be statistically significant for
work satisfaction.

Literature from the 1990s indicates that the role of
health managers in increasing job satisfaction in health
professionals was becoming more and more recog-
nized, suggesting new perspectives in motivating and
managing personnel [22][23]. Individual studies indi-
cate the positive correlation between organizational
dedication and job satisfaction in healthcare institu-
tions, on the one hand, and satisfaction with work,
participatory, and promotional opportunities within
the organization, stemming from work experience and
the age of the employees, on the other hand [24].
Also, participation opportunities and autonomy in the
arrangement of the work environment positively af-
fects job satisfaction in the public health sector [25],
which may provide good guidelines for the managers.

The employees' job satisfaction is connected to the
way that people see and experience their work, and
what they think of it, because, when the institution
fulfills their work-related expectations, the employees
experience positive emotions, i.e., job satisfaction.
Prominent researchers indicate that employee job
satisfaction is closely connected to employee motiva-
tion, emphasizing that certain motivation theories
include elements related to the development of a sat-
isfied work force [26]. There are opposing opinions
presented in literature on the connection between
motivation and job satisfaction, since a motivated
worker does not necessarily mean a satisfied worker
and vice versa, while, on the other hand, there is proof
that a high level of motivation leads to the perception
of a high level of satisfaction [27]. Conversely, individ-
ual authors believe that job satisfaction and motivation
are completely different with respect to rewards and
performance, as, according to their views, motivation
is driven by future occurrences [28], while job satisfac-
tion is motivated by past events [29].

While numerous studies have researched factors af-
fecting job satisfaction, for the present study, the stud-
ies investigating the healthcare sector are of particular
significance. In addition to forming opinions on the job
in general, people may also have attitudes towards
different aspects of their job, such as the type of work
they do, how they are paid, as well as their relation-
ships with their colleagues, their subordinates, and
superiors [30]. Factors that affect the improvement of
job satisfaction must be recognized and developed by
the management in healthcare institutions. This is why
environmental factors and work conditions, as deter-
minants of job satisfaction in employees working in
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healthcare organizations, have been the subject of
research in the past. Bearing in mind that employees
spend a good part of their life at work, the work envi-
ronment may have significant positive or negative
impact on employee job satisfaction. Work environ-
ment involves different factors, primarily work condi-
tions.

According to certain authors [31], the interaction of
employees with their organizational climate stimulates
the creation of work conditions, including the psycho-
logical and physical work conditions. Due to the speci-
ficity of the job, the duration of the working hours, as
well as the need for work schedule flexibility, the work
conditions that they are exposed to at their workplace
is of great significance to health workers. Health pro-
fessionals who are required to maintain continuity in
performing their work tasks, display a higher level of
job satisfaction when the work correlates with inter-
esting work tasks and with a greater opportunity to
control the work pace and schedule, which is, for in-
stance, the case with anesthesiology specialists [32].

The connection between the satisfaction with the psy-
chosocial aspects of the work place and self-
assessment of work behavior, offer the management
with an opportunity to anticipate the work behavior of
the employees [33]. The modern-day environment of
the healthcare system requires that the health organi-
zations be involved in activities that maintain a high
level of performance within the healthcare institutions,
which are primarily dependent on the employees. This
motivates the managers to apply an individual ap-
proach towards the employees, in the sense of adapt-
ing incentives, and, more importantly, in the sense of
recognition of the job performed by the employees as
an important element in the functioning of the organi-
zation [34]. Therefore, the types of incentives and
rewards offered to the employees are an important
factor in studying job satisfaction in healthcare work-
ers.

According to Torrington et al. [35], there is a wide ar-
ray of available methods for motivating employees,
ranging from the recognition of the employee's
achievements (e.g., simply saying: 'Thank you') to
combinations of more complex patterns and defined
goals with set rewards. Research indicates that a com-
bination of financial and non-financial incentives serves
as a stimulating factor and achieves the desired effect
only when implemented within a supportive work en-
vironment [36]. Incentives need not be exclusively of a
financial nature. If the employees have ambitions of
advancing in their careers, the availability of appropri-

ate training, the opportunity of advancing and having
continuous education, will be a stronger motivator.
Professional development programs for employees
have a positive effect on the level of job satisfaction of
the employee, as in this way, employees have a greater
sense of trust and control over their careers [37].

When defining programs aimed at motivating employ-
ees, it is necessary to take into consideration their
individual differences as well, since employees value
certain incentives and awards differently. Certain em-
ployees attribute greater value to nonmaterial incen-
tives, such as respect and recognition of their work by
their supervisors, participation in decision making,
autonomy in carrying out their work, flexibility of work
hours, etc., while other employees are primarily moti-
vated by earnings. Money may or may not motivate
employees, which was empirically proven in a study
carried out in Kenya [36], and theoretically explained
with Herzberg's two-factor motivation-hygiene theory

[6]-

To a great extent, interpersonal relationships and
communication amongst employees are affected by
differences amongst individuals. If these relationships
are, for some reason, damaged, they may cause de-
creased productivity and dissatisfaction amongst the
employees, while dedication to the employees on be-
half of the management is in negative correlation with
a low level of job satisfaction amongst the staff [38].
Individual studies point out the importance of the
communication between the employees and their
supervisors, stating that the most significant determi-
nants of job satisfaction are related to the contact
between the employees and the middle and upper
management [8], which is reflected in the fact that
employees are more satisfied with their job if their
supervisors are more open in their communication
with staff [39]. Studies analyzing communication in the
context of employee job satisfaction in healthcare
organizations, report that the quality of service direct-
ly depends on the interaction amongst employees at
all organizational and institutional levels [23][40].

Certain researchers indicate that there is a need to
focus special attention on first line managers, as they
represent a direct link between staff and upper man-
agement. Therefore, increased organizational support
and support offered by health supervisors can influ-
ence the level of job satisfaction experienced by first-
line managers and their retention within an organiza-
tion [40], as well as the forming of organizational cul-
ture, which provides for the overall job satisfaction of
employees. It is important to stress that communica-
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tion and cooperation, as a factor of employee satisfac-
tion within an organization, may be the result, not only
of one's profession, but also, in some cases, of cultural
attitudes.

Individual factors, such as gender, age, years of em-
ployment, education level, and profession, may have a
large impact on job satisfaction in employees in the
healthcare sector [41][42].

In literature, a significant number of studies has inves-
tigated the connection between gender and job satis-
faction, and the results of these studies are incon-
sistent [12][43]. The differences among the findings of
different researchers may be explained by the fact
that, in certain professions, such as professions within
the healthcare sector, a particular gender, more pre-
cisely the female gender, tends to be dominant, and
therefore the end result of job satisfaction research
will largely depend on the perception of the women. It
is interesting that certain health studies suggest that
women tend to be more satisfied with their jobs than
men [43], while other researchers have proven the
opposite to be true [12]. Researchers find an explana-
tion for this contradiction of results in the difference in
expectations that women and men have, related to
their jobs. They state that, due to different circum-
stances and psychosocial factors, women have lesser
expectations, when it comes to their job, than men
[44], which is why, even when the work conditions are
identical, women will report a higher level of job satis-
faction than their male colleagues [45]. Conversely,
results demonstrating a higher level of job satisfaction
in men are connected to the fact that, in some areas,
including public organizations, male managers are
dominant [46].

Certain studies [47][48] investigated the way that age
and years of employment affect motivation and job
satisfaction in employees. Years of employment indi-
cate the length of time spent by the employees at their
job, within one organization. It is a fact that individuals
experience a different level of motivation in different
phases of their lives and employment [48], which is
why, depending on the age and years of employment
of the subjects, opposing results can be found in litera-
ture. Bearing this in mind, managing health workers in
the public healthcare sector, who are of a different age
and who have varying lengths of employment, is re-
flected in appropriate opportunities for professional
development, advancement, and career management,

in relation to the age structure, length of employment,
or management position of an employee within the
organization [47].

In considering the factors that affect job satisfaction of
the employees, the education level is significant as is
the profession of the employees. As opposed to some
producing/manufacturing sectors, in the perception of
job satisfaction, the healthcare sector and the educa-
tion sector as well, prioritize the sense of professional
achievement of employees [49]. The differential effect
that can be found in studies on job satisfaction
amongst different professions or within the same pro-
fession, may be explained with the professional posi-
tions, levels of education, levels of responsibility that
different positions entail, etc. According to the re-
searchers dealing with this topic [50], the level of edu-
cation of health workers correlates with dedication to
the profession, job satisfaction, and intention to re-
main at the current job.

It should be emphasized that the analysis of job satis-
faction in healthcare professionals is an important task
in human resources management. Such analysis repre-
sents a significant source of information for organiza-
tions looking to improve employee behavior, organiza-
tional commitment, and the retention of employees,
through the improvement of job satisfaction. Many
healthcare systems worldwide are faced with a short-
age of health professionals and with phenomena such
as dual practice and the migration of health workers
[51], and the projections of economic supply and de-
mand of health workers indicate that the acceleration
in the international mobility of health workers will
continue in the future [52]. Human resources for
health have been identified as the primary element for
the efficient functioning of the healthcare system, as
they represent a key component in achieving progress
in attaining sustainable development goals in popula-
tion health [53][54]. To that end, the Council of the
European Union [55] states that the challenge for all
member states is providing a sufficient number of
trained and sustainable health workers, who will be
capable of appropriately responding to heath issues in
the future. Providing the sufficient number of quality
and motivated staff will be especially challenging in
countries faced with population ageing, an increase in
the number of illnesses, as well as the changes in pa-
tients' needs. At the same time, a high level of the use
of new technologies as well as a more efficient func-
tioning of healthcare systems as a whole, is expected
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[54]. Due to frequent mobility of healthcare personnel,
these problems are linked to the difficulties related to
providing a sufficient number of trained health work-
ers and properly redistributing them within the
healthcare system.

At the Third Global Forum on Human Resources for
Health, the World Health Organization (WHO) issued a
warning regarding the deficit in health workers, which,
at that moment, amounted to 7.2 million professionals
in this field [56]. It is additionally alarming that, accord-
ing to expert assessments, by the year 2035, this num-
ber will reach 12.9 million health workers [56]. A reso-
lution of the World Health Assembly [57], in addition to
the insufficient number of health workers, outlines
other challenges that healthcare systems worldwide
are facing, which primarily relate to the following: in-
adequate training and distribution of workers, inade-
quate skill combination and insufficient efficiency im-
provement, as well as achieving sustainability of the
health workers belonging to the system. On the other
hand, for the sake of achieving a more efficient re-
sponse to the health needs of the population, the
transformation of the education of health workers is
necessary. Improving motivation and job satisfaction
of employees, paired with appropriate policy measures
for their retention, was stated as the most important
factor that is a prerequisite for all the above stated.
The challenge for managers in the healthcare sector
also relates to the choice of the most efficient instru-
ments for promoting job satisfaction in employees.
Considering the options and initiating interventions for
improving job satisfaction of employees in the republic
of Serbia [58][59][60], but also in many other coun-
tries in Eastern Europe [61], will depend on the number
of available professional health managers, who would
be able to respond to the challenges of managing
healthcare employees in the appropriate manner [62].
This is the reason why the WHO implies that most
countries will have to improve their professional de-
velopment programs in the area of human resources
management in the healthcare system [63][64].

The main challenge for the healthcare system and for
human resources management is mobilizing political
readiness and financial resources for the application of
national, regional, and global strategies and frame-
works [65][66]. A recent study [67] has shown that a
negative trend in the area of human resources for
health is continuing in Serbia, whereby dissatisfied
professionals are working outside the institutions
where they are employed or are planning to leave the
country in pursuit of better opportunities. The same
study [67] suggests that the improvement of institu-

tional management and organization, creating better
opportunities for work autonomy, offering opportuni-
ties for professional advancement, respect and recog-
nition of employees' work (e.g., delegating tasks,
complete application of skills), as well as the availabil-
ity of more modern equipment for work, would prob-
ably improve job satisfaction. Also, dissatisfaction with
the monetary remuneration, with the quality of the
work equipment, with the respect and appreciation
shown for the employees' work, as well as dissatisfac-
tion with the opportunities for professional advance-
ment, are high on the scale of different forms of dissat-
isfaction, which is why incentives in the Serbian
healthcare system still allow a lot of room for im-
provement [67].

According to the results of international studies [68],
countries with lower income will also have to respond
to the need for improving employee job satisfaction
with motivation factors. This is especially true of those
countries that are faced with significant loss of quali-
fied workers. It is proposed that international agen-
cies, such as the International Monetary Fund (IMF)
and the World Bank, should take initiative in resolving
the most evident problems related to healthcare
workers, since low and middle-income countries can-
not solve these problems on their own [69][70].

Job dissatisfaction in healthcare workers and the ten-
dency of these workers towards job mobility may have
a negative impact on the efficient functioning of the
healthcare system as a whole, while, on the other
hand, job satisfaction contributes to the improvement
of service quality, in every profession, and it is especial-
ly significant in the domain of the work performed by
professionals whose service is intended to contribute
to better and more efficient high-quality healthcare.
Methodical and continuous management of situational
factors that contribute to job dissatisfaction would
prevent uncontrolled health staff mobility, through the
creation of a stimulating, supportive, and safe work
environment. Employee job satisfaction management
and staff mobility management is, in itself, a complex
process; it requires competent staff management, an
individualized approach towards the employees, as
well as adjusting to organizational, institutional, and
contextual factors. Identifying the differences in the
assessment of factors, on the part of the employees of
the healthcare sector, may be an instrument for pre-
dicting staff job satisfaction and retention, which will
be of vital importance for healthcare systems world-
wide, in the future.
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Pregled istraZivanja o zadovoljstvu poslom u zdravstvenoj zastiti

Sazetak:

Sektor zdravstvene zastite predstavlja jedan od sektora u ekonomiji Evropske unije sa znacajnim
potencijalom za zaposljavanje, indukovanim porastom traznje za zdravstvenom zastitom. Zadovolj-
stvo poslom doprinosi podizanju kvaliteta pruzanja usluge, u svakoj profesiji, a posebno je znacajno
u domenu rada profesionalaca ¢ija usluga treba da doprinese boljoj, kvalitetnijoj i efikasnijoj zdrav-
stvenoj zastiti, pa je iz tog razloga ovo vazna istrazivacka tema vec dugi niz godina. Sektor zdrav-
stvene zastite suocava se sa mnogobrojnim izazovima, a obezbedivanje dovoljnog broja kvalitetnog i
motivisanog kadra posebno ¢e biti problem u zemljama koje se suolavaju sa izrazenim rastom
potraZnje za zdravstvenom zastitom. Procenjuje se da ¢e nedostatak zdravstvene radne snage, do
2035. godine, dostici broj od 12,9 miliona zdravstvenih radnika. Zdravstveni sektor Republike Srbije
se suolava sa sli¢nim izazovima, ali ima i svoje specifinosti uslovljene istorijskim, socijalno-
ekonomskim, kulturnim i politickim razvojem zemlje. Ovaj rad analizira dostupnu literaturu o zado-
voljstvu poslom, faktorima koji uti¢u na zadovoljstvo poslom, i izazovima za unapredenje zadovolj-
stva poslom u zdravstvenom sektoru.

Kljucne reci: zadovoljstvo poslom; sektor zdravstvene zastite; izazovi za unapredenje
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