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Wb OBOr UCTPaXuBar-a jecTe npoBepa Nnoy3aaHocTu u hakTop-

CKe BarbaHOCTW KOHCTpyWUCaHe ckane 3a npoueHy 3a0BOSbCT-
Ba NMOCMNoM npodecroHanHux BojHuka. KoHcTpyncaHa ckana obyxsaTa
cegam cybckana. MiHuuwmjanHa Bepaunja ynuTHWUKa cagpkana je yKynHo
49 ctaBku, yKrbydyjyhu neT counogemorpadckmnx nutara. Emnupujcka
npoBepa je obyxBaTuna y3opak og 157 npodecmoHanHux BojHuKa [ap-
fe. AHanusa MeTpUjCKUX KapakTepucTuka, noy3aaHoCT CTaBku U cyb-
ckana, kao 1 hakTopcka BarbaHOCT TEOPU|CKU NPETNOCTaBIbEHE CKare
3a MPOLeHY 3a40BOSbCTBA MOCMOM MPOGECHOHANHUX BOjHMKA, W3Bp-
LUeHa je aHanM30M YHyTpaLlke carnacHoCTM cybckana u hakTopcKom
aHanu3om. HakoH n3BpLueHux aHanusa fobujeHa je ckana Koja Cagpxu
33 craBke. ®akTopcka aHanusa je noHyauna 7 aktopa, ca objalle-
Hux 70,945% BapujaHce. YTBpheHa je 3agoBorbaBajyha noys3gaHocT
eMnupujcku gobujeHnx cybekana: npumarsa (5 ctasku; a=0,840), pyko-
Bogwunay (5 ctasku; 0=0,897), cteneH onTepehetba (4 ctaske; 0=0,818),
BpcTa nocna (7 craeku; 0=0,919), moryhHOCT HanpenoBaka (4 CTaBke;
a=0,901), ycnosu pagHor okpyxewa (4 craske; 0=0,862) n mehyrbya-
ckun ogHocm (4 ctaeke; 0=0,820). Moxe ce 3akrbyynTh 4a KOHCTpyMcaHa
ckana omoryhasa noysaaHy v BanuaHy npoLeHy 3a00BOSbCTBa NOCHOM
NpoecnoHanHMX BOjHUKA M MOrodHa je 3a MPUMEHY Y UCTpaXuBauke
CcBpXe.

KrbyuHe peun: spydcku pecypcu, pykosohere, padHa cpeduHa, orl-
mepehere nocrom, KkapujepHo Harnpedosarse.

* UcTpaxwuBatrbe je 06aBrbeHO y OKBUPY 13pade AOKTOpPCKe AucepTauuje nog HacnoBoMm ,YTuLaj
3a]0BOSbCTBA MOCINOM Ha (rykTyaumjy npodecnmoHanHunx BojHuka Bojcke Cpbuje” Ha BojHoj aka-
femujn y beorpagy.

** Bojcka Cpbwje, Mappa, beorpag, Penybnuka Cpbuja, ana6s@ptt.rs, http://orcid.org/0009-
0007-8233-9647.
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YBog

I—Iocne,qrbmx [BafieceTak rognHa MHOre OpyXaHe CHare u3BpLuMie Cy TpaH3u-
LmMjy cuctema nomnyHe CBOjUX cacTaBa M3 PEerpyTHOr cuctema y nonyHy npo-
decvoHanHum cactaBom. To je pesyntupano cTaBrbakem (PoKyca Ha KOHUenT
3a[10BOrbCTBA MOCMIOM 300r HEr0BOT U3PAXEHOT YTULAja Ha anceHTu3am u nykTy-
auujy npodpecnmoHanHmMx BojHMKA. AKO TOME 4odamo [a je perpyToBarse W 3agpxa-
Bakbe npodpecnoHanHmnx BojHuka y Bojcum Cpbuje noctano cee Texe, yBuhamo ga
je 3apgpxaBare noctojehnx npoecMoHanH1x BojHUKa CBe BaxHuju 3agatak (Dokic i
Ignjatijevi¢, 2020).

Y npuHumny, npasa 1 obase3e yrosopa o pagy Ha oapeheHo Bpeme cuctema og-
OpaHe v opyrux pagHux opraHusaumja y Cpbuju cy UCTW Unu CAUYHK 1 MOTY Ce Nako
ynopeauTy. MNpodecroHanu BojHUK Koju ognyyn aa Hanyctu Bojcky Cpbuje pelasa
CBOj CTATYC Y KpaTKOM BPEMEHCKOM POKy. [IpyrumM peunma, OH Huje y obaBesu Ja octa-
HE y CMCTeMy LLeo Nepuog Tpajakba yroBopa, na caMmu TUM packuz yroBopa He JOBOAK
[0 MpaBHKX Nocneaumua no wera.

MehyTum, 3a Bojcky Cpbuje, kao opraHm3aLyjy, nocneaue BeNUKOr OAnvBa ibya-
cTBa morne 6y 6uTy gpamaTtuyHe, Kako y PUHAHCKCKOM, Tako U Yy CMUCITTY UCTyHa-
Batba HEHUX MUCKja U 3afaTaka, LITO JOBOAM A0 3aKrbydyka [a je BaxHO casHatu
KOju CBe acneKTu yTu4y Ha 3a40BOSbCTBO NMOCIIOM NpodeCMoHasHor BojHMKa. Ha no-
CTOjare OBe BpCTe npobrnema ykasyje U CNpOBEAEHO UCTPAXUBAHE Y OKBUPY KOjET:
,HaJHWXN CKOp je AoOuWjeH Ha AMMEH3Mju 3a00BoOSbLCTBO opraHmsauumjom (30) y Kojoj
page ucnutanuun” (Bojicic, Pavlovié i Stojanovic-Visic, 2018: 367).

Moxe ce pehu ga 3Hare O 3a[0BOMbCTBY NMOCMOM NPOECHOHarHMX BOjHUKA W
thbakTOpMMa Koju yTUYy Ha Hera Mory BuTh Krbyd 3a AHEBHO yCMepaBa-e NoHallama
npodecroHanHmx BojHUKa Ha pagHOM MECTY, a [anekoCcexHO NocMaTpaHo, OHO OMO-
ryhasa ogpxasare Bojcke Cpbuje 1 HeHnx YnaHoBa y OKBUPKUMA CTPATELLKOr NraHa
(Visacki i Saranovi¢, 2014). 36or Tora ,3a10BOSBLCTBO M MOTHBALMja CBE BULLE NOCTajy
rnmaBHa npeokynaumja MeHalLmMeHTa y opraHudaumju” (Pavlovic¢ i Markovi¢, 2014: 302).

3a40BOSbCTBO NOCIIOM

Kaga roBopMmo 0 3a[j0BOSBLCTBY MOCTIOM 0BUYHO MUCAMMO Ha CTaBoBe 3anocre-
HuX. Mpema PobuHcy u Llayy (2017), 3aa0BOrBCTBO MOCIOM je ,O3UTUBHO oceharbe
0 MOCNy KOjW Npou3nnasu 13 oLeHe HeroBmx kapakrepuctmka” (ctp. 119).

XynuH v Lay (2003) npumeTunu cy fa cTaB 3anocneHrx 0 3a40BOrbCTBY NMOCHIOM
“MMa MyNTUOAMMEH3MOHAIHM MCUXOMOLLKX OArOBOP, OOHOCHO A MMa KOrHUTUBHY
(cnosHajHy), adekTnBHY (ocehajHy) n BuxejBropanHy (noHaluajHy) KOMIOHeHTY. 360r
TOra UCTpaxvBaYy U nocmatpajy 3a40oBOSbCTBO MOCIIOM ca [ABa acnekTa: yTBphuBame
chakTopa yTuuaja u ncnuTuBake nocregnua koje OHO Ucrorbasa Ha 3anocneHor, oa-
HocHo opraHusauujy (Pavlovi¢ n Markovi¢, 2014).

Y nornepy Mepeta 3a4oBOrbCTBa MOCMOM MOCTOje Hecnaraka u3mehy uctpa-
X1Bava, OQHOCHO yo4aBajy Ce pasnuyuTe nepuenuuje Tymayewa oBOr peHoMeHa
(Adamopoulos, 2022). MocTtaBrba ce nuTawe Aa NW je UCMPaBHO MEPUTU je4HWM
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rnobasnHnM MHAMKATOPOM MM je MOTPeOHO M3BECTM KOMMO3WUTHY Mepy 3a40BOSbCT-
Ba KIby4YHMM acnektuma nocna ua pasnuuntux gaktopa (Carvajal i Popovici, 2018;
Robbins i Judge, 2017). HapaBHo, npBu Ha4uH je nakwu anu He ynyhyje Ha cneuu-
thruHe acnekTe 3a10BOILCTBA MOCIIOM, OAHOCHO HE NpYyXa nogarke Koju omoryhasajy
feduHncare afieKkBaTHUX Mepa paau Kpevpawa Jobpor nnaHa ynpaerbaka opra-
HU3aLMOHUM NOHALLIAaHEM NPOGECHOHANHNX BOjHMKA (CPryKTyaLmjoM, anceTamom.. ).

[Jo capa cy ucTpaxvsauu YyTBPAWUNM OMLUTK CTeneH 3aJ0BOSbCTBA MOCIIOM KOju
pagHWUM OOCTMXY, aln He U Koje acrekTe nocna OHW Bone unu He Bone (Barbu,
2020). MoxeMmo ce CrnoxuTu fa je npoLeHa 3a40BOrbCTBa MOCIOM 3anoCeHor Cro-
XeHa Cyma MHOMMX AUCKPETHMX enemeHara, LWTO Huje YOurbMBOo 13 came AeduHuLmje
3apoBorbcTBa nocnom (Robbins i Judge, 2017).

[Jocapallha nctpaxuBarka Cy rpynucana gaktope 3af0BOSbCTBa NOCMOM Y [Be
KaTeropuje: nM4He 1 opraHmsaumnoHe aktope 3agoBorbcTea nocnom (Beslic n Beslic,
2008; Francesko n Mirkovi¢, 2008; Pavlovi¢ n Markovi¢, 2014).

CnexkTop (1997) y opraHusauuoHe aktope ybpaja: nnarty, HanpegoBawe, pyko-
Bohemwe, beHeduuuje, HarpahmBame, pagHe npoueaype, Konere, npupogy nocna,
komyHuKkaumje. Hawwm aytopm (Francesko un Mirkovi¢, 2008) y opraHu3aumoHe cak-
Tope ybpajajy: nocao cam no cebu, cuctem Harpahueawa, NpujaTHe pagHe ycrose,
Korere Ha Mocny 1 opraHn3aunoHy cTpykTypy. Mpema Abxuwweky u floky (2006), dak-
TOPW 3340BObCTBA NOCMOM Cy: pag, nnara, npoMoLmje, konere, Cynepau3op, Ton mMe-
HaLIMEHT, NPEAHOCTN W NOMUTUKE.

[MaBHM pa3nosm Koju yTudy Ha 3a40BOSLCTBO NOCMOM, npema PobuHcy u Llayy
(2017), jecy: ycnosu pafa, NTMYHOCT, NfaTa 1 ApyLITBEHO OArOBOPHO MOCIOBake op-
raHn3aumje. OHM yKka3yjy Ha TO Aa v coumjanHa nogpLuka, MHTepakuuja ca Konerama
BaH pagHOr MecTa U MeHalepu Takofie umajy BaxkHy Yrory Ha Kpeupawe cTaBa o
3a0BOSLCTBY MOCIIOM.

AHan“3oM nuTepaType 1 SOCTYMHUX UCTPaXMBaka MOXEMO YBUAETY Aa, YNPKOC
Zyroj UICTOpUju UCTpaxvBarsa oBe Npobnemaruke, jowl yBEK NOCTOje NUTaka O pena-
TVBHOM JONPUHOCY pasnuunTUX hakTopa 3a40BOSbCTBA MOCNOM. Y NOMEHYTOj nuTe-
paTypu UCnuMTaHuuyM Hucy Gunu BojHa nuua. [ogaTHM MOTUB 3a OBO UCTPaXuBakse,
nopen cneunduyYHOCTY pagHor MecTa, NpeacTasrba 1 cneumduyHa cutyaumja y Kojoj
Ce Hawa Aapxasa Hanasu Beh HEKONMKO AeleHuja yHasad —nocTojake, na ykugame
06aBe3HOr BOJHOT pOKa, HE TAaKO JaBHW paToBM Ha npoctopy busle COPJ, Henpe-
KUOHE TeH3uje Y jy»HOj NokpajuHn, ybp3aHo HaopyxaBake 1 onpeMare apxasa y
OKpYXetbY, Kao M NOCTOjake paTHWX XapuLiTa y CBETY.

LHumeHsuje 3adogosrbcmea nocsiom

Y Teopuju noctoje pasnuuute nogene akTopa Koju yTMYy Ha 3a40BOSbCTBO
MOCIIOM, jep je OHO YBEK akTyernHa Tema y NpoyyaBaky OpraHvM3aLMoHOr NoHallaksa.
OBo ucTpaxwBate je 3a nonasuwite y ogpefmBamy AMMEH3Nja Koje yTudy Ha 3afo-
BOIbCTBO MOCIIOM Y3eno uctpaxusame Jlvja, Janra u Jlna (2017). Onu cy, nonasehu
oa MuHecoTa ynuTHKKa 0 3a40BOMbCTBY NOCMOM Yy KOMBUHALMjU ca JOCTYMHUM perne-
BaHTHUM CTyAujama O 3a40BOIbCTBY NMOCMOM, U3BPLUMMM NOTMYHO U MPELM3HO UCTpa-
XVBate KOHCTUTYTMBHUX AMMEH3MjA 3a0BOSbCTBA MOCMOM M3 MUKPOMEPCNEKTHBE.
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Ha ocHoBy uxoBe cTyauje, y KOMOMHaUMju ca NMPEeTXOOHO HaBeAEeHUM WCTPau-
BakbMMa, y OBOM pady cy AedmHucaHe cnegehe aMmeH3mje 3a40BOrbCTBA MOCMOM:
npuMaka, pykoBogmnad, cteneH ontepehewa, Mefyrbyackm ogHocKH, MoryhHOCT Ha-
npefoBakka, caMma BpCTa nocna u yCnoBu pagHor OKpYyXeka.

Mpumana. Victpaxmsare Abyxawela, An-gmypa n Maca'gea (2019) ykasyje
[la je nnaTta y Of4HOCY Ha mpupody rnocna, opraHu3aunoHy KynTypy U obyky Hajsa-
XHMjW haKTop Koju yTYe Ha 3a40BOSbCTBO M YYMHaK 3anocneHmx. BucvHa npumatba,
Kao jedHOr of HajyTuuajHMjuX hakTopa Ha 3a40BOSLCTBO MOCIIOM, AETEKTOBaHa je
y oppeheHom Gpojy cnpoBedeHnx uctpaxusamwa (Lorber n Savi€, 2012; Mumin u
Iddrisu, 2022; Sija, 2021; Skalli, Theodossiou u Vasileiou, 2008; Vidi¢, 2009). Pe-
3ynTart ucTpaxuearwa Mehy npunagsuumuma MuHuctapcTea ogbpaHe (MO) n Bojcke
Cpbuje (BC), cnposeaeHor 2014. roguHe, nokasyje HWUXOBO HE3aJ0BOIbCTBO Mare-
puwjanHum ctatycom (Visacki i Saranovic, 2014).

PykoBogunau. MogpLuka, KOMyHVKaumja 1 HaumH onxofera pykoBoguoua mMory
HEeraTMBHO [eN0BaTy Ha 3a40BOSbLCTBO NPOECMOHANHUX BOjHUKA. CnpoBeaeHo uc-
TpaxuBatse Yy Bojcuyn CA[l yka3ano je aa Ha 3a40BOSbCTBO NOCNOM HajBeh yaeo nma
KBanuMTeT pykoBogmoua u ontepehewe 3axteBuma (Sanchez, Bray, Vincus n Bann,
2004).

PesynTaTtu nctpaxwusarba ytuuaja KOHCTPYKTUBHOT U AeCTPYKTUBHOI pykoBOfeHa
Ha 3a40BOSHLCTBO NOCIIOM Mehy LUBEACKMM BOjHULMMA NOKa3ano je Aa je KOHCTPYKTUB-
HO pyKoBONEHE 3Ha4ajHO NoBE3aHO ca 3a40BOrbCTBa nocnom (Brandebo, Osterberg
n Berglund, 2019). Ha 3HavajaHy noBesaHOCT Bapujabne pykosodunauy Ha 3ado-
gosrbcmeo rnocom ynyhyjy u ckopalkwa uctpaxueara (Herminingsih, 2017; Quek,
Thomson, Houghton, Bramley, Davis n Cooper, 2021; Kazimi, Khan n Shorish, 2023;
Limpo v Junaidi, 2023; Nguon, 2022).

CreneH ontepehema. [peBennko ontepehere ce YeCTo HaBOAWU Kao M3BOP He-
3a[0BOrbCTBA Nocnom. Y ¢Bojoj cTyauju Amup n XycawH (2018) notephyjy Aa onte-
peherse NocrIoM 3HavajHoO yTYe Ha 3a40BOSBLCTBO MOCOM.

Mehyrbyacku ogHocu. 3a 3anocneHe cy MehyrbyacKM OQHOCK U3Y3ETHO BaXHM,
LUTO je 1 JoKa3aHo y BenukoM Bpojy cnpoBefeHnx uctpaxueama (Bordevic, Milanovié
n Stankovi¢, 2021; Sypniewska, 2014; Videnovi¢, 2012). byan Ha nocny Texe Aa
page y rpynama koje umajy 3ajegHudky capxy (Robbins n Judge, 2017). Ako npu Tome
MMamo Yy BMAY Hally KOMEKTUBUCTUYKY KYNTYpy, YTWLaj NpujaTHe couujanHe aTtMoc-
depe v oacycTBo cykoba, Mehyrbyacku 04HOCK NpeacTaBrbajy butaH daktop 3amo-
BorbcTBa 3anocnenux (Videnovic, 2012).

MoryhHocT HanpegoBama. VicTpaxvsane cnpoeaeHo 2014. rogmHe ykasarno je
Ha He3aoBorbCTBO npunaaHuka MO 1 BC 36or HemoryhHOCTM nuyHOT ycaBpLuaBaa
1 HanpepoBamna (Visacki n Saranovi¢, 2014). Cuja (2021) y cBojoj cTyamju nokasyje
[a pa3Boj Kapujepe “Mma Hajjavy Besy ca 3a40BOSbCTBOM 3anocreHux, Aok MapTHep
(1999) y cBom ncTpaxusamry yTBphYyje noctojare 3HadajHe Bese namehy moryhHocTu
HanpegoBaka 1 3a40BOSbLCTBA NOCOM.

Bpcra nocna. ,Cmatpajy ce 3aHUMIbYBUMA OHM NOCMOBU KOjU Npyxajy MoryhHOCT
ponatHe obyke, HE3aBUCHOCTW U KOHTpOINe Apyrux, Te Koju cagpxe pa3HOBPCHE aK-
TBHocTM” (Robbins n Judge, 2017, ctp. 127). CnpoBeaeHa cTyauja mehy oduumpw-
Ma KMHecKe BOjcKe nokasyje a je KapujepHu no3uB y 3HavajHoj 1 NO3UTUBHOj Kopena-
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umju ca 3agoBorbCTBOM nocnom (Peng, Zhang, Zheng, Guo, Miao n Fang, 2020). To
noTephyje 1 UCTpaxuBare CNPOBEAEHO KOO HUTEPUCKUX MOSMLMJCKMX CIYKOeHMKa
(Obodo, Okonkwo 1 Aboh, 2019).

YcnoBu pagHor okpyxeka. Ha 3a40BOrbCTBO NOCIOM 3aMOCMEHNX YTUYE U HoU-
X0Ba nepuenuuja o pasnuunTum GU3nyKMM acnekTuma pagHor npoctopa (Tomovska,
Stefanovska, Ralev n Krliu, 2014). Wako y uctpaxusawy Koje cy cnposenu Nepuh,
OpammhannH n CanyanuH (2019) ncnutaHMuM HWUCY NMpUNagHWLM BOjCKE HWU Monw-
Limje, CMMYHOCT ca OBOM NOMynaLumnjoM CIUTaHUKa je Xmjepapxujcka CTpyKTypa pyKo-
Bohera. Hb1xoBuM pesynTaTn ucTpaxmeara 3a40BOSbCTBA NOCIOM 3an0CHEHUX Y XO-
Teny ,Pagan” ynyhyjy Ha 3akrby4ak [a je pagHO OKpYXeH-e Y CHaXHOj kopenauuju ca
3ag0BorbLCTBOM nocnom (Peri¢, Dramicanin n Sancanin, 2019).

ﬂpeqmeT N UNb NCTpaxXmnBara

Linrb oBor ncTpaxuearsa 61na je nposepa noy3aaHocTyh 1 hakTopcke BarbaHOCTH
KOHCTpyMCaHe ckare 3a NpoLeHy 3a40BObCTBA MOCIOM MPOECUMOHANHUX BOjHIKA.

MMonynayuja u y3opak

Mozauwm kopuwheHn y 0BOM pagy A€0 Cy UCTpaXuBama y OKBUPY OOKTOPCKE Au-
cepraumje nog HacnoBoMm ,YTuLaj 3a,0BOrbCTBa MNOCOM Ha (onyKTyauujy npodecuno-
HanHux BojHKKa Bojcke Cpbuje” koje je cnposeaeHo y nepuogy oa 15. 8. ao 30. 9. 2023.
roguHe.

WcTtpaxmBatbe je 06aBrbeHO Ha y30pKy koju je obyxBaTno 157 npodecmoHanHmux
BOjHMKa jeanHuua apae Bojcke Cpbuje. Y y3opak cy ykibyveHn npoecMoHanHm Boj-
HULWM Ynjn je pagHu ogHoc y BC otnoveo 1. 8. 2022. roguHe, jep ce cmatpa aa je 12
MeCeLM MUHUMAITHO BPeMe Koje UM je NMOTPebHO 3a Kpenpare yCTarbeH1x cTaBoBa o
jeavHnum 1 pykosoguoumma (Zivkovic, 2019).

Y30pak y OKBMpY jeauHMua 1 ycTaHoBa [apae uvju npunagHuum Cy aHKETUPaHU
0o je cnydyajaH; aHKkeTUpaHa Cy OHa JMua Koja Cy Ce Y MOMEHTY MpUKynibaka no-
[aTaka 3aTekna Ha pagHoOM MecTy W umana MoryhHOCT fa NpucycTByjy aHKeTpaky.
M3 aHanu3e je UCKkrby4eHo 5 ncnutaHmka 360r HeaaekBaTHO NOMNYHEHNX aHKeTa, LUTO
Aaje cTony ogroeopa of 96,82% npoueHara.

Wcnutanuum cy 6unu mylikapum (78,7%) v xeHe (21,3%) ctapoctu 40 roguHa nnu
mnafwm (84,6%, y ogHocy Ha 15,6% crapujux og 40 rogmHa) ca cpeghom CTPYYHOM
cnpemom (85,8% ca cpegrom CTpy4HOM cnpemom Tpeher OQHOCHO YeTBpTOr CTe-
neHa, 1,3% ca 3aBpLIEHOM OCHOBHOM LUKoNoM v 12,5% ca dakynteTckum obpaso-
BakseM) Koju cy 6unm camum (49,3%) unu y 6paky/saHbpayHoj 3ajegHuum. Mpubnmx-
Ho 70% ucnutaHwuka je usjaBuno aa vma go 10 rogmHa pagHor ctaxa, 24,2 % ga uma
og 10 go 20 roguHa pagHor ctaxa, a 6 % suwe og 20 roguHa pagHor ctaxa. Y3opak
jenpukasaH y Tabenu 1.
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Tabena 1
®pekseHyujcka ducmpubyyuja demozpaghcux Kapakmepucmuka
®pekBeHuyja | MpoueHat E;&T&Ha@r Kyﬂ“’;}%’hf:::“
YKEHCKM 33 21,7 21,7 21,7
Mon MYLLKN 119 78,3 78,3 100
YKYNHO 152 100 100
0o 20 1 0,7 0,7 0,7
2125 32 21,1 23,2 23,9
26-30 18 11,8 13,0 37,0
31-35 36 23,7 26,1 63,0
%Zﬂf";; 36 — 40 30 19,7 21,7 84,8
41- 45 15 9,9 10,9 95,7
on 46 6 3,9 4.3 100
YKYMHO 138 90,9 100
Hea.nogaTtak 14 9,2
camay, 75 49,3 49,3 49,3
nog%ﬂ::m y 3ajegHuum 77 50,7 50,7 100
YKYNHO 152 100 100
1-5 50 32,9 33,1 33,1
6-10 55 36,2 36,4 69,5
11-15 28 18,4 18,5 88,1
PagHo 16-20 9 59 6,0 94,0
MCKYCTBO 21-25 4 2,6 2,6 96,7
(FO,EI,VIHa) 26-30 3 2,0 2,0 98,7
31-39 2 1,3 1,3 100
YKYMHO 151 99,3 100
Hea.nogaTtak 1 0,7
OCHOBHA LK. 2 1,3 1,3 1,3
cpeawa — 3 33 21,7 22,0 23,3
cpeana — 4 96 63,2 64,0 87,3
T —— 19 12,5 12,7 100
YKYNHO 150 98,7 100
Hed.nogaTak 2 1,3
NHCmpymeHm

KopuwheH je ynuTHUK Koju cagpxu 5 coupnopemorpadckmx Bapmujabnu, koje cy og
3Havaja 3a OBO UCTpaxmBake. OHe Cy KaTeropuyHor Tuna. MHCTPYMeHT HamereH
NPOBEPW CTPYKTYpe 3a40BOSbCTBA NOCNIOM MeRy npodecnoHanHm BojHuUMMa lapae
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cagpxwu 44 crtaBke/TBpaH-E. VIcnuTaHmum Cy CTeneH cnarawa ca CBakom of HaBede-
HUX TBPOHM U3paKaBanu Ha ckanu JinkepToBor Tuna (04 1 — yonwiTe ce He Craxem,
[0 5 — NOTNYHO Ce craxem).

OcHoBa 3a kpeupare cybckana (npunarofjeHa u MogudmkoBaHa KOMOMHaLwja
TBpAH:W) 3310BOMbCTBA CTeneHoM onTepehena, 3agoBorbctBa MoryhHowwhy Hanpe-
[0Baka U 3a[0BOrbCTBA MefyrbyaAckM ogHOCMMa npey3eTa je of Jvja u capafHuka
(2017).

3a0BOMBbCTBO MpUMarMMa 1 3aJ0BOSbCTBO PYKOBOAMOLEM Mepwura ce npuna-
rofjeHOM 1 MOogMcUKOBaAHOM KOMOMHaLMjOM TBpAHM Npey3eTe of Jlnja n capagHuka
(2017) n LLisenkepa (2001).

3a00BorbCTBO CaMoOM BPCTOM MOCna Mepuna ce npunarofjeHoM U moaudukosa-
HOM KOMOMHaLUmjom TBpAHM Npey3ete og Anva u Auapa (2021), kao v TBpaHK npe-
y3eTux n mogmdmkoBaHmx og Jlnja n capagHuka (2017).

Cy6ckany 3a10BOSbLCTBO YCMOBMMA pafa hopMmpao je ayTop UCTpaxuBatkba.

PesyntaTu

Kao wTo Hanaxe meTogosnorvja passumjara ynuTHWKA, HaKOH KOHLeNnTyanusauuje
YNUTHWKA, HEroBE KOHCTPYKLMjE U U3BPLLEHOT MNOT UCTPaXMBakba Cream MeTpujcka
aHanu3a ckane (Cohen u Swerdlik, 2010). AHanu3a noy3gaHocTK CTaBku 1 cybekana
1 hakTopcKa BarbaHOCT U3BPLUEHE CYy aHANM30M YHYTpaLlH€e carnacHocTu cybckana
M ekcnnopaTtuBHoM dpakTopckoM aHanmsom (Kosti¢, 2007). 3a n3Bohere aHanuse
nogataka kopuwheH je nporpamcku naket SPSS (Bepsuja 26).

®akmopcka aHasnu3a

Papow yTBphmBatsa thakTopcke BarbaHOCTU TEOPU|CKU KOHCTpYUCaHe ckane u3sp-
LUeHa je ekcniopaTtvBHa hakTopcka aHanuaa. OHa je n3segeHa kopuwherwem aHa-
Nn3e rMaBHUX KOMMOHEHaTa W BapuMakc poTtaumje. BpegHocTtu KoeduumjeHTa Kope-
naumje n3BOpHMX Bapujabnu 1 koMnoHeHaTa Mane o 0,4 (Mo anconyTHoj BPEAHOCTK)
HUCY Ce pasmarparne y aHanuau.

lNpe cnpoBohewa aHanu3e 6una je oLeHeHa NPUKNagHOCT noaataka 3a hakTop-
cKy aHanuay. BpegHoct Kaiser-Meyer-Olkin nokasarersa usHocu 0,907, wrto npema-
Lwyje npenopy4yeHy BpeaHocT 0,6 1 nokasyje Aa je maTpuua norogHa 3a cnposoferse
daktopusaumje (Pallant, 2009). Takohe, Bucoka BpegHocT Bartlett Tecta cchepuyHo-
cTH (xz(nzm) =4872,833) y3 BOCTUTHYTY CTAaTUCTUYKY 3HauajHocT (p = 0,000) ykasyje Ha
MOryhHOCT ¢hakTopu3aumje KopenaumoHe matpuLe.
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Tabena 2
YKynHo objawreHa eapujaHca (44 cmasku)
MHuumjanHa concTBeHa EkcTtpaxoBaHa cyma PotupaHa cyma
Kowm- BpeAHOCT KBaZpaTHOr MyHeHa KBafpaTHOr MyH-eHa
nﬁ:'ae - % Ba- KyMyJ1. e KyMyI. % Ba- | kymyn.
Cyma pvng- % Cyma pVI(j:zH- % Cyma pujaHce %
1 16,994 | 38,624 | 38,624 | 16,994 | 38,624 | 38,624 | 5,715 | 12,989 | 12,989
2 3,144 | 7,146 | 45,770 | 3,144 | 7,146 | 45,770 | 5,446 | 12,377 | 25,366
3 2,194 | 4,985 | 50,755 | 2,194 | 4,985 | 50,755 | 4,132 | 9,391 | 34,756
4 1,947 | 4,425 | 55,180 | 1,947 | 4,425 | 55,180 | 3,807 | 8,653 | 43,409
5 1.805 | 4,102 | 59,282 | 1,805 | 4,102 | 59,282 | 3,118 | 7,086 | 50,495
6 1,547 | 3,516 | 62,798 | 1,547 | 3,516 | 62,798 | 2,797 | 6,358 | 56,853
7 1,278 | 2,905 | 65,704 | 1,278 | 2,905 | 65,704 | 2,422 | 5,505 | 62,358
8 1,102 | 2,504 | 68,208 | 1,102 | 2,504 | 68,208 | 1,828 | 4,155 | 66,514
9 1,020 | 2,317 | 70,525 | 1,020 | 2,317 | 70,525 | 1,765 | 4,011 | 70,525
10 | 0,946 | 2,151 | 72,676

dakTopcka aHanm3a TeopUjCkM KOHCTpyMcaHe ckane (44 cTaBke) AeTekToBana je
NPUCYCTBO AEBET KOMMOHEHTU Koju objawtbaBajy 70,525% BapwjaHce (Tabena 2).

MNMoyeTHa ekcnnopaTuBHa pakTopcka aHanu3a yTepamna je aa ce YeTupu cTaBke
(M5, P5, MH5 n MOG6) npukrby4yjy HEKMM cacBUM APYrMM (hakTopuma, Kojuma Hu
no cagpxajy He ogroBapajy. [lopen HaBegeHux ctaBkw, jow net ctasku (14, P1, P6,
YP2 n MO4) yuutaBajy ce Ha hakTop Koju Huje OCHOBHU. 360r Tora Cy UCKIby4YeHe 13
farbe aHanu3e (35 cTaBku ce 3agpxaBajy).

MoHoBIbEHA ekcnnopaTMBHa (bakTopcka aHanu3a, HakoH uibaumBara (9) He-
3apoBorbaBajyhux ctaBku, yTBpaMna je npucycteo 7 chaktopa koju objalwnaBajy
70,092% BapujaHce. 3a MOHOBILEHY (HAKTOPCKy aHanM3y BpefHOCT Kaiser-Meyer-
Olkin nokasarersa usHocuna je 0,918, a BpegHoct Bartlett Tecta cpepudHocT X2 .,
= 3778,463 y3 AOCTUTHYTY CTaTUCTU4KY 3Ha4ajHocT p = 0,000. MNoHoBIbeHa ekcrro-
paTMBHa hakTopcka aHanusa je yTpauna ga ce ase ctaeke (P1, P2) npukrbyyyjy
ApYrM OMMeH3njama Koje UM no cagpxajy He oaroBapajy. OHe Cy UCKIbyyeHe 13
HapeZHe aHanuse.

HakoH n3baumBara He3agoBorbaBajyhix cTaBkM, MOHOBO j€ U3BPLLEHA EKCopa-
TWBHa (haKTOpCKa aHanusa Koja je yTBpauna noctojake 7 aumensuja. Cegam dak-
Topa objalutbasajy 70,945% BapujaHce. BpeaHocT Kaiser-Meyer-OIkin nokasarerba
usHocuna je 0,921, a BpeHocT Bartlett Tecta ccepuiHocTy x = 3484,428 y3

JOCTUTHYTY CTaTUCTMUKY 3HadajHocT p = 0,000 (Tabena 3). e
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Tabena 3
YKynHo objawreHa eapujaHca (33 cmasku)
MHuumjanHa concTBeHa EkcTpaxoBaHa cyma PotupaHa cyma
Kom- BpeaHOCT KBagpaTHOr nywkewa KBagpaTHOr nykewa
noHe- o
HTa Erve /;I .Zi'_ KyMyn. | ~vva % Ba- | Kymyrn. Ve % Ba- | Kymyn.
Y P (J:e % Y pujaHce % y pujaHce %
1 13,918 | 42,177 | 42,177 | 13,918 | 42,177 | 42,177 | 4,638 | 14,055 | 14,055
2 2,394 | 7,255 |49,432| 2,394 | 7,255 | 49,432 | 3,999 | 12,120 | 26,175
8 1,841 | 5,578 | 55,010 | 1,841 | 5,578 | 55,010 | 3,194 | 9,677 | 35,852
4 1,599 | 4,847 |59,857 | 1,599 | 4,847 | 59,857 | 3,123 | 9,463 | 45,316
5 1,379 | 4,179 64,036 | 1,379 | 4,179 | 64,036 | 3,122 | 9,460 | 54,775
6 1,233 | 3,735 |67,771| 1,233 | 3,735 | 67,771 | 2,810 | 8,514 | 63,289
7 1,047 | 3,174 70,945 | 1,047 | 3,174 | 70,945 | 2,527 | 7,656 | 70,945
8 0,833 | 2,525 | 73,471

Cepam chakTopa MHOEHTU(MKOBAMX EKCMIOpaTVBHOM (haKTOPCKOM aHann3om
HaKoH u3baumBawa 11 CTaBkM y cknagy Cy ca TEOPUjCKUM NPeanoroM y UCTpaxu-
Bawy. ®aktop 1 ykrbydyje ctaBke BI3 go B9, koje ce ogHoce Ha 3aj0BOMbCTBO
BPCTOM nocna Koju obaebajy npodecnoHanHm BojHuum. Gaktop 2 obyxsaTta ctaBke
P2 po P4, P7 v P8 koje npeactaembajy 3a00BOSbCTBO CBOjUM pykoBoamoLuem. daktop
3 ykrbyuyje craBke YP1, YP3, YP4 n YP5, koje ce ogHoce Ha 3af0BOSbCTBO YCMo-
BMMa pafHor okpyxera. Paktop 4 obyxsata ctaBke MH1 go MH4, koje ce ogHoce
Ha 3af40BOrbCTBO MoryhHolwhy HanpegoBawa. ®aktop 5 okyniba craske M1 go 13,
M6 n M7 koje npeacTaBrbajy 3a00BOSBCTBO NpUMarmMma. PakTop 6 ykrbydyje cTaBke
MO1 go MO3 n MOS, koje ce ogHoce Ha 3a40BOSbLCTBO MERyrbYACKMM OgHOCMMA.
KoHauHo, ¢akTop 7 obyxBaTta ctaBke O1 go O4, koje ce ogHoce Ha 3a40BOSbLCTBO
ontepehereM Ha nocny. ®aktopcka ontepeherba Cy NpeacTaBrbeHa y Tabenu 4.
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Tabena 4

PomupaHa mampuua ¢ghakmopckoz onmepehera

CTABKA
1
2

KOMIMOHEHTA

5

6

7

m

CmaTtpam fa je Moj pag agekBaTHO
nnaheH.

0,693

M2

Kaga nomycnum Ha nnaty Kojy
mu Bojcka ncnnahyje, oceham aa
HMCcaM afekBaTHO BpeHOBaH.

0,596

M3

MpuHagnexHoctn n 6eHedumumje y
HaLLOj jeAMHULM Cy nNpaBeHe.

0,494

M6

lMnaTta je HUcka y nopehekwy
ca CrUYHNM pagoM Ha Apyrum
mMecTuma.

0,798

M7

Y Bojcum je nnarta Huxa Hero 'y
ApYyrvM opraHusauujama.

0,799

P2

Mor npetnocrasrbeHor
CTapeLuvHy He UHTepecyjy
NOTYNHEHN.

%)

Jonaga mu ce moj
NpPeTnoCTaBIbLEHN.

P4

Moj npeTnoctaBrbeHu je nowTeH
npema noTyYMHeHMma.

0,854 | 0,755 | 0,676

P7

Moj npeTnocTaBrbeHn cTapeLlumHa
pasmartpa uaeje v cyrectuje
NOTYNHEHWX.

0,834

10

P8

Moj npeTnocTaBrbeHn cTapelumHa
aojerbyje npusHakwa 1 noxasane
NoTYMHEHMMA.

0,731

11

o1

[ok no6po pagmm cBoj nocao,
ocTaje M1 JOBOSBLHO BpeMeHa
[a ce NocBeTMM MopoauLn 1
npvjatersuma.

0,623

12

02

360r npekoBpeMEeHOr aHraxoBara
HemaMm BpemeHa 3a cnobogHe
aKTUBHOCTM.

0,732
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CTABKA KOMIMOHEHTA
1
2 8 5 6 7
Mpouenype y jeaMHULM Me Beoma 3 A
13| O3 - < e}
nmeupnibyjy. =) o
14 | 04 Moje onTepehere cTanHo E
npesasunnasn Mojy U3gpXXrbMBOCT. s
g
15 | BI13 |MNMocao mu je yecto gocaaaH. ©
o
<
16 | BM4 I'Ipv!nquo caMm 3a0BObaH 5
CBOjMM CafallutsMM MOCIIOM. S
CKopo cBakogHEeBHO cam oy
17 | BN5 P AHE 3
OflyLLEBIbLEH CBOjMM MOCIIOM. P
PasouapaH cam cBojum pagHum &8
L MECTOM. g
D
19 | BM7 Oceham ce UCnyHeHO 1 MOHOCHO ~
wTO ce 6GaBMM OBUM MOCITOM. RS
MoHekapn oceham aa je moj pag 2
20 | B8 | 5o cmucren. s
(CY\I)
21 | BIN9 | Mory goa yxvBaMm y CBOM nocry. ©
o
Cee ook 0obpo pagmm, umahy @
22 | MH1 |n3rnene 3a HanpegoBake y ~
cnyxou. ©
Mory no6orbLiatv cnocobHoCTH N
23 | MH2 TOKOM npoueca obyke. 'c\,—
Oceham ce 3a40BObHO 3601 =
24 | MH3 | moryhHOCTM 3a HanpegoBawe y ~
jeanHuum. o
. [Te) <t
25 | MH4 Mory ctanHo ga nobwjam HoBa < 3
3HaWa N NCKyCTBa U3 CBOr paja. Q@ s
26 | YP1 3apoBorbaH caM MaTepujarnHom %
onpemMrbeHolwhy pagHor mecTa. Py
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CTABKA
1
2

KOMIMOHEHTA

5

6

7

27

VIRS)

3apoBorbaH cam ycrnosuma
cMmeluTaja y CBOjOj jeAVHULN.

28

YP4

3a40Bo/baH caM MHTEHOaHTCKOM
OrMpemMom.

29

YRS

3a0BOrbaH cam UCXpaHoM y
jeanHuum.

0,622 | 0,835 | 0,726

30

MO1

3agoBorbaH cam Mehyrbyackum
0QHOCMMA Y jeaVHULN.

31

MO2

Oceham 3a0BO/LCTBO y pagy ca
CBOjMM Konerama.

-0.43

32

MO3

MHoro je npenunpkn mehy
Konerama u nsberaBama
OLrOBOPHOCTM.

33

MO5

360r Heoby4eHOCTH Mojux Konera
MopamMm Aa yrnoXuMm BuLLe Hanopa y
CBOM pagy.

0,772 | 0,750 | 0,560 | 0,711

MeTtoga ekctpakumje: AHanmsa rnaBHUX KOMAOHEHTU
MeTtoga potauuje Varimax ca Kaiser Hopmanusaunjom

& PoTauuja KoHBeprupaHa y 7 noHasrbaha

AHarnu3sa yHympauwHe caarnacHocmu uHOeHmughukosaHux cybckana

YHyTpallka carnacHoCT, O4HOCHO Noy3daHoCT cybckana, uspaxeHa je npeko Ko-
eduupmjeHta KpoHbax anda (a) v kpehe ce y pacnoHy og 0,818 go 0,919 (tabena 5).
Mocmatpajyhu yonwteHo, noy3aaHocT cybekana je 3agoBosbasajyha, nocebHo ako
y3MeHO Y 063up Bpoj CTaBKW y OKBUPY UCTUX.

M3 Tabene 5 moxemo younTun da je kopenauuja mehly cTaBkama BeoMa CHaxHa Yy
OKBMPY MHAEHTU(UKOBaHKX cybckana. HakoH M3BpLUEHE aHanu3e yHyTpallkbe ca-
rMacHOCTM MOXe Ce 3akibyuuTu Ja cBaka cybckanma uma 3agoBorbasajyhy moysga-
HocT. KoeduumjeHT KpoHbax anda (a) 3a ckany 3a npoueHy 3a40BOSbCTBA NOCIOM
npodecnoHanHunx BojHuka y uenvuu je 0,684.
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Tabena 5
MHmepHa noy30aHocm cmasKu u cybckana nocae yknarbara 11 cmasku
Cpeamna
Oboane | SpSan | oo | openae | E60
W3mehy CTaBKy napoBa CTaBKu

Mpumatba 0,840 0,514 0,420 - 0,708 5
PykoBogunay, 0,897 0,638 0,520 -0,784 5
CTteneH ontepehera 0,818 0,531 0,449 — 0,649 4
Bpcta nocna 0,919 0,622 0,524 - 0,720 7
MoryhHocT HanpegoBana 0,901 0,695 0,636 -0,779 4
YcnoBu pagHoOr OKpyxeHa 0,862 0,613 0,506 - 0,731 4
Mehyrbyacku ogHocu 0,820 0,537 0,404 - 0,674 4

LeckpunmueHa aHanu3a uHdeHmugbukoeaHux cybckarsa

[leckpuntnBHa cTatucTMyka aHanmsa (tabena 6) ypaheHa je Ha HWBOY YKYMHMX
ckopoBa cybckana 3a4oBorbCTBa NOCIOM. Y Tabenu MOXeMOo youmnTy Ja ce BpegHoCTH
Min n Max noknanajy ca Teopetckum BpeaHocTuma. JobujeHe BpeaHocTn CkjyHuca un
KypTosuca ykasyjy Aa He nocToje 3HavajHa OACTynawa of HopmariHe aucTpubyupije.
BpeaHoctn M ykasyjy fa Cy y CTPYKTYpu 3a0BOSbCTBA NOCMIOM MPOGeCMOHaNHUX
BOjHMKa lapge HajBuwe 3agoBofbHM pykosoagmouem (M=18,697), Bpctom nocna
(M=17,842), ook cy Hajmatse 3a40BOSbHI YCNOBMA pagHor okpyxera (M=10,671).
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Tabena 6
OnucHa cmamucmuka ckarsne 3a npoueHy 3a0080sbCMBa MOCIOM PO ECUOH-
flaHUX 80jHUKa

AcvmeTpuja CnrboLTeHocT

Cybckane N | Min | Max M o) et
et | €1t | Cra- | Crar.
kg | TPeWka | TucTka | rpetuka

Mprmara 152 | 5.0 | 25,0 | 13,651 | 4,9411 | 0,160 | 0,197 |-0,493 | 0,391

Pykosogunay | 152 | 5.0 | 25,0 | 18,697 | 4,4035 | -0,770 | 0,197 | 0,465 | 0,391

CreneH

onTepeherba 152 | 4,0 | 20,0 | 12,967 | 4,3313 | -0,191 | 0,197 |-0,729 | 0,391

Bpcranocna | 152 | 7,0 | 35,0 /17,842 | 6,8775 | 0,470 | 0,197 |-0,390 | 0,391

MoryhHocT

HaNPEeoBatba 152 | 4,0 | 20,0 | 12,842 | 4,4856 | -0,313 | 0,197 |-0,831| 0,391

Ycnosu
pagHor 152 | 4,0 | 20,0 | 10,671 | 4,4001 | 0,153 | 0,197 |-0,868 | 0,391
OoKpYyXeHa

MeRymeyackn | 155 | 40 | 20,0 | 13,796 3,6509 | -0,157 | 0,197 |-0,543| 0,391
ofHocu

Huckycnja

Cspxa uctpaxuBara buna je npoBepa Noy3gaHOCTU W (PakTopcke BarbaHOCTH
KOHCTpyMCaHe ckarne 3a npoLeHy 3aJ0BOSbCTBa NOCHIOM NPOdECUOHANHNX BOjHUKA.
Pesyntatn notepfyjy CeaAMOOMMEH3VOHY CTPYKTYpy NPeanoxeHe ckane, passuje-
HE HAKOH Mpoy4yaBaka nutepatype. Cam ynuTHUK je NpeTpneo n3MeHe, Tako Aa je
cMameH 6poj cTaBkm (ca 44 Ha 33).

EkcnnopatvBHa haktopcka aHanusa ytepauna je Aa 11 craBku uma Hesago-
BOrbaBajyhe KapakTepucTuke Unu ce NPUKIbYYyjy HEKUM cacBuM ApyrumM hakTopu-
ma. 360r Tora cy UCKIbyYeHe 13 farbe aHanuse. HakoH NcKrbyyerba CMOPHUX CTaBKK
crnpoBedeHa ekcniopaTtBHa hakTopcka aHanusa je nokasana cegam akrtopa Koju
objalwmaajy 70,945%. Tume je noTBphEHO MOCTOjabe cegam AMMEH3Mja TEOPUjCKM
MPEeTNOCTaBIbEHE CKane 3a NpoLEeHy 3a40BOSbCTBA nocrnoM. OBO UCTpaxuBamwe, Y
OQHOCY Ha LUEeCTOAMMEH3MOHAMHN MOAEN 3a40BOSbLCTBA NOCMOM, KOjU Cy MPEasioxXu-
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v Jln v capagHuum (2017), gogano je AMMeH3ujy yCrnoBu pagHor okpyxera. dak-
TOpcka aHanusa cyrepuvile aa Hajsehu gonpuHoc daje cybekana epema nocna, og-
HOCHO Taj chakTop objawwraBa Hajgehu feo BapujaHce (42,177%) OBOr KOHCTPYKTA,
3aTum cneau cybekana pykosodunay, ycriosu padHoe OKpyxera, moeyhHocm Ha-
npedosar-a, npumarba n onmepehera. Hajmarbu gonpuHoc gaje ckana mehyrbydcku
odHocu. OBaj 3aKrbyyak Huje y NOTMYHOCTM Y CKrnady ca pesynTtatMa UcTpaxuBarba
INvja n capagHuka kog Kojux mocyhHocm Hanpedosara uMa Hajsehun onpuHOC y pas-
ymeBay 3a0BOSbCTBA NOCMOM, Na 3aTUM rpuMarba, epcma rocna, Mehyrbyocku
odHocu, pykosodunau, a Hajmawm yTuuaj uma onmepeherse. OBa pas3nunka Moxaa ce
orneaa y pasnukama kKoje noctoje n3mefy LMBUIHUX 1 BOjHUX opraHu3auuja (Griffeth,
Hom i Gaertner, 2000).

MoyagaHocT enmupujckn fobujeHnx cybckana TectpaHa je momohy BpegHOCTM
koedpuumjeHTa Kpombax anda kao mepe yHyTpawme gocnegHoctu. MNpema KnuHy
(2016), noysgaHocT ,pesynTtata koeduumjeHTn koju ce kpehy oko 0,90 ce cmatpajy
‘'oqnnyHUM’, a BpeaHocTu oko 0,80 kao 'Beoma gobpw’...” (cTp. 92). Ha ocHoBy Bpea-
HocTK koedmumjeHTa Kpombax anda, npukasaHux y Tabenu 5, Moxe ce 3aKrbyunTu
[la CBe AMMeH3uje ckane 3a NpoLeHy 3a40BOrbCTBa NOCMOM MMajy BUCOKY moy3aa-
HOCT, OQHOCHO NOTBPRYjy Aa je ckana BarbaHu MHCTPYMEHT 3a NpoLeHy 3a0BOMbCTBa
MoCnoM NpodecroHanHux BojHMKa.

Y 1abenu 6. MOxe ce youuTn Ja ce Ha CBUM cybckanmama MUHUMarHe v mak-
CvMasiHe BPEAHOCTM MoKnanajy ca TeOPETCKUM BPeaHOCTMMA. AHanuW3oM apuTMme-
TUYKUX CPEAVHA yo4aBa Ce MO3WUTUBHA aCUMETPUYHOCT KoA AnUCTpubyuumje cybekana
BpCTa nocna, npvmara 1 ycrosa pagHor okpyxera. Kog cybckana pykoBoaunad,
mMenyrbyacku ogHocu, MOryhHOCT HanpegoBaka W onTepehewa BpeaHOCTU apuT-
METWYKMX CPeAMHa May Ka BULIMM BPEeOHOCTUMA, Te Cy OHe HeraTMBHO acuMeTpuy-
He. BpegHocTu aputMeTnukux cpegmHa cybekana ykasyjy Ha To Aa Cy y CTPyKTypu
3a40BOSbCTBA MOCNOM Npod)ecroHanHn BojHULUM [apae HajBule 3a40BOSbHU PYKO-
Boguouem (M=18,697), ook cy HajMare 3a0BOSbLHM YCOBUMA PadHOM OKpYXeHa
(M=10,671). Pesyntatn apuTMETUYKMX CpeaMHA CBake AumeH3uje/cybckane 3apo-
BOIbCTBA NOCNOM CyrepuLlly Aa nocToju NpocTop Aa ce HUBO 3a40BOSbCTBA MOCIIOM
npodecroHanHmx BojHKa [apae Mmoxe nonpaenTy, a HajauLe Ha cybckanama rae cy
BPEAHOCTN apUTMETUYKE CPEAMHE HajHXKa.

OpvrMHanHu JONpUHOC OBOM UCTPaXuBaky NpeacTaB/ba cegMa AMMeH3Mja 3a-
[IOBOMbCTBA MOCMOM — YC/108U padHo2 OKpyXera, Kojy je hopMmmpao u yseo ayTop.
MoTpebHO je HarnmacuTu da cy CyBjekTn UcTpaxuBara UCKIbYYMBO NPOdECMOHamNHN
BOjHMUM Mapae, Te ce nobumjeHn Hanasmn He MOry yonLiTaBaTi Ha nonynauujy npode-
cuoHanHux BojHuka Bojcke Cpbuje. OHn mory nmaTn Behe unm mawse 3a40BOSbCTBO
Y HEKVM acnekTyma of LiefioKynHe nonynaumje npoecnornanHmx sojuuka BC, na ca-
Jallke Hanase Tpeba TyMaunTyh C ONpesom.

OcTBapeHun pesynTaTv UCTpaxuBaka NPeAcTaBrbajy AoOpy OCHOBY 3a HapedHa
npoy4yaBata kako 6u ce £obunu nNoy3naHn 1 BarbaHu MHCTPYMEHTW 3a NPUKyNibake
nogataka o 3aj0BOSbCTBY MOCMOM KOju 61 ce 04HOCMIN Ha LenoKynHy nonynauujy
npodecuoHanHmx BojHuka Bojcke Cpbuje.
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3aKkrbyyak

HepocTatak agekBaTHUX MHCTPYMeHaTa 3a NpoLeHy NpeanoXeHnx gaktopa 3a-
[0BOSbCTBA MOCHOM Y (PYHKUMjM CMakberba (PrykTyaumje npoecuoHanHmx BojHUKa
yKasyje Ha TeOpWjCKM 1 NPaKTUYHM 3HAYaj OBOT UCTPaXKMBak-a.

PesynTatn yka3yjy 4a npegnoxeHe cybckane uMajy npuxeatibuBe METpUjcke Ka-
paKTepUCTUKe, Te Aa ce MOry KOpUCTUTU NPUAMKOM NpOLEHe 3a0BOSbCTBA NOCIOM
npodecnoHanH1x BojHUKa.

EkcnnopatvBHa (hakTopcka aHanusa je MHOeHTUUKoBana jefaHaecT MOTeH-
LmMjanHo npobnematyHMX CTaBKM KOje eMNUPUjCKM He Npunagajy O4eKMBaHOM KOH-
CTPYKTY, TE€ Cy OHa YKMOH-EHA M3 MPOLEHe BanmMAHOCTU MEPHOr MHCTpyMeHTa. Ekc-
nriopaTmMBHa (hbakTopcka aHanu3a je BepudukoBana NaTeHTHy CTPYKTypy (cegam
[AUMeH3Nja) Teopujcke ckane 3a NpoueHy 3a0BOfbCTBA NOCMNOM NPOdEeCHOoHarnHUX
BOjHUKa ¥ foKa3ana (pakTopcKy BanVAHOCT MEPHOT MHCTPYMEHTA.

NHTepHa noy3aaHoCT CTaBky U cybckana BepurkoBaHa je aHanu3oM yHyTpaLlkbe
carnacHoCTM Koja je nokasana nocTojake 3HavajHe noBe3aHocTu Mefy cTaBkama cyo-
ckana. Y LenuHu, KOHCTpyucaHa ckana omoryhasa noysgaHy v BanuaHy npoueHy 3a-
[I0BOrbCTBA MOCIOM NPOdECUOHANHKX BojHMKA. MOXEMO 3aKkibyumTL Ja je KOHCTPYM-
caHa ckana norogHa 3a npuMeHy 3a [arba UCTpaxuBama OBOr npobrema Ha OBOj
nonynaumju.

KpenpaHa ckana 3a npoueHy 3a40BOMbCTBa NOCHOM 0TBapa MOryhHOCT ncnutu-
Bakba NPETNOCTaBKM yTWLaja 3a40BOIbCTBA MOCMOM NPOMECHOHANHMX BOjHUKA Ha
[pyre 3aBucHe Bapujabre opraHM3aLMoHMX MoHallawa (nykTyaumjy, anceHT3am,
MPOAYKTUBHOCT, ileBMjaHTHa NoHallaka Ha pagHOM MeCTY), LUTO UMa AnjarHOCTUYKK
3Havaj y okeupy npakce. [la 6u ce npeaysene ageksaTHe mepe U Kpeupao gobap
nnaH ynpaerbaka OpraHn3aLMoHUM MoHalaHkeM npodeCcMoHanHUX BojHUKa, a no-
pen oCTanor n HBUXoBOM yKTyaLnjoM, CBaKkako je MoTpebHO NpoLEeHNBATH HUXOBO
3a2[0BOIbCTBO MOCIIOM.
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Pesume

I—Iocne,qrbmx [BafieceTak rognHa MHOre OpyXaHe CHare u3BpLuMie Cy TpaH3u-
LmMjy cuctema nomnyHe CBOjUX cacTaBa M3 PEerpyTHOr cuctema y nonyHy npo-
tecroHanHMm cactaBom. To je pesynTupano CTaBrbakeM KOHLEeNnTa 3a40BOMbCTBA
nocrnom y ¢okyc, 360r HeroBor n3paxeHor yTuuaja Ha anceHTM3aMm u QnykTyauujy
npodecunoHanHmx BojHMKa. Moxe ce pehu ga 3Hake 0 3a40BOSbCTBY NOCIIOM npode-
CVIOHASTHMX BOjHUKA M chaKkTopKMma Koju My JONPUHOCE MOXe OUTM KIbyY 3a AHEBHO YyC-
MepaBarbe NoHallakba NpoeCUoHNaHNX BojHNKA Ha pagHOM MeCTy, a, nocMaTpajyhu
[lanekocexHo, oHo omoryhasa ofpxaBare Bojcke Cpbuje 1 HeHUX YNaHoBa y OKBM-
puMa CTpaTeLLKor nnaxa.

Lnrb oBor uctpaxvearsa 610 je Aa ce npoBepy NOy3AaHOCT M (hakTopcka Barba-
HOCT KOHCTpyMCaHe ckane 3a npoueHy 3a40BOSbCTBA MOCHOM MPOGeCMOHanHUX
BOjHMKa. KoHCTpyncaHa ckana npouewyje 3a40BOSbCTBO MOCMOM NPOdeCcoHanHux
BOjHMKA KPO3 CcefaM pasiMynMTuX AMMeH3nja: npumara, pykoBogunal, CTeneH onte-
pehewa, MeRyrbyacku ogHocu, MOryHOCT HanpeLoBaka, YCNOBY PaHOT OKPYXeHa
1 cama BpcTa nocna.

Y ncTpaxusary je KopuwheH YNUTHUK KOju cagpxu S coumogemMorpadckmx Ba-
pujabnu, 3Ha4ajHUX 3a 0BO UcTpaxuBamwe. OHe Cy kaTeropuyHor Tuna. MIHCTpymeHT
HaMeHEeH NPOBEPU CTPYKTYpE 3a40BOSbCTBA NOcnom Mefy NpogecroHanHnM BOjHU-
umma lapae cappku 44 ctaBke/TBpAHE. VIcnUTaHWUM Cy CTENEH crnarakba ca CBakoM
Of HaBeZEeHWX TBPAHW U3paxaBanu Ha ckanu JlnkepTtosor Tuna (og 1 —yonwTe ce He
cnaxem, 40 5 — NoTNyHO ce crnaxem).

Mogauwm kopuwheHn y 0BOM pagy Ae0 Cy UCTpaxuBara y OKBUPY OOKTOPCKe Ou-
ceprauuje nNog HacnoBoM ,,YTuLaj 3a40BOMbCTBA NOCIOM Ha hryKTyauwjy npogecuo-
HanHux BojHMKa Bojcke Cpbuje’ koje je cnpoBeneHo y nepuogy og 15. 8. oo 30. 9.
2023. roguHe.

WcTpaxmBatrse je 06aBrbeHO Ha y30pKy koju je obyxBaTtno 157 npodecmoHanHmux
BOjHMKa jeanHuua Mapae Bojcke Cpbuje. Y y3opak cy yKrbyyeHn npodyeCMoHarntu Boj-
HULM Ymjn je pagHu ogHoc y BC otnoveo 1. 8.2022.roamHe.

AHanu3a MeTpUjcKMX KapakTepucTrKa, Noy3aaHocT CTaBku U cybckana u chakTop-
CKa BasbaHOCT, TEOPUjCKM MPETNOCTaBIbEHE CKare 3a NpoLeHy 3a40BOSbLCTBA NOCHOM
npochecnoHanH1x BojHUKA je M3BPLLEHA aHANM30M YHYTpaLUkE CarnacHoCcTu cybcka-
na u ¢akTopckom aHanuaom. 3a n3eofewe aHanuse nopataka KopuwheH je mpo-
rpamcku naket SPSS (Bepauja 26).

HakoH n3BpLeHnx aHanusa gobujeHa je ckana Koja cagpkm 33 ctaBke. Ekcnnopa-
TVBHa (haKkTopcKa aHanm3a je HaeHTUdmMKoBana jedaHaect noTeHuymjanHo npobnema-
TUYHUX CTaBKM KOje eMNMPUjCKM He nMpunagajy OvekmBaHoj cybckanm, Te Cy YKnotbeHa
13 NpoueHe haKTopKCce BarbaHOCTU MEPHOr MHCTPyMeHTa. EkcnnopatueHa dhaktop-
Cka aHanusa je BepucmkoBana NaTeHTHy CTPYKTYpY (cefam AyMeH3unja) TeopeTcke
ckarne 3a npoLeHy 3a10BOrbCTBA NOCIOM NPOECHOHANTHNX BOjHUKA, Ca 0BjaLLHeHmx
70,945% BapujaHce, 1 fokasana (akTopcKy BarbaHOCT MEpHOr MHCTpymeHTa. WH-
TepHa noysgaHocT cybckana BepuduKoBaHa je aHanm3om YHyTpaLlHe carfiacHoCTM
Koja je yTBpOMa BeOMa CHaxkHy Kopenauujy mefy ctaBkama cybckana: npumarsa (5
crasku; 0=0,840), pykosoaunay, (5 ctasku; 0=0,897), cteneH ontepehewa (4 cTaBke;
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0=0,818), BpcTta nocna (7 crasku; 0=0,919), moryhHOCT HanpegoBawa (4 CTaBke;
0=0,901), ycnosun pagHor okpyxema (4 ctaske; 0=0,862) n mehyrbyacku ogHocm (4
craske; 0=0,820). Y uenuHu, KOHCTpyncaHa ckana omoryhaea noysgaHy 1 BanugHy
MpoLieHy 3a[10BOSbLCTBA NOCMOM NPOeCOHanHMX BOjHWUKA M MOrodHa je 3a npuMeHy
Y UCTPaxuBaYKe CBpXe.

[a 6w ce npeny3ene ageksaTHe Mepe U Kpeupao gobap nnaH ynpasrbaka opra-
HU3aLMOHUM MOHaLlakeM NPodeCMOHanHUX BOjHWKA, a, Mopes OCTanor, U hUXOBOM
cnykTyaumjoM, cBakako je NoTpebHO NPOLIEHUBATY HUXOBO 3a40BOSLCTBO MOCTOM.
KpeupaHa ckana 3a npoLieHy 3a20BOS/bCTBA NOCMOM OTBapa MOryhHOCT UCnuTHBaka
MPEeTNoCTaBkM yTulaja 3a40BOrbCTBA NOCMOM NPOMECUOHANHUX BOjHUKA Ha Apyre
3aBuCHe Bapwjabne opraHM3aLMoHUX NoHallama (nykTyaumjy, anceHT3am, npoay-
KTUBHOCT, fi€BUjaHTHa NoHallaka Ha pagHOM MecCTy), LUTO MMa AWjarHOCTUYKM 3HaYaj
y OKBMPY Mpakce. Pe3yntaTtn oBor ncTpaxuearba Cyrepuily ga Ha caum cybckanamal
AMMeH3njama NocToju NPOCTOpP Aa Ce HMBO 3a40BOSbCTBA NOCIIOM NPOdECMOHANTHNX
BOjHMKa [apae moxe nonpasuTy, a HajBuLLE Y Aery KOoju ce OAHOCK Ha YCNOoBE pagHor
OKpyXeHsa 1 MOryhHOCT HanpeaoBata.

© 2023 Aytopu. Objasuno BojHo deso (http://www.vojnodelo.mod.gov.rs). OBo je una-
HaK OTBOPEHOr MpucTyna u anctpubympa ce y cknagy ca nuueHuom Creative Commons
(http://creativecommons.org/licenses/by/4.0/).
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he aim of this research is to verify the reliability and factoral va-

lidity of the constructed scale for the evaluation of job satisfaction
of professional soldiers. The constructed scale consists of seven sub-
scales. An initial version of the survey contained the total of 49 items,
including five socio-demographic questions. Empirical verification cov-
ered the sample of 157 professional soldiers of the Guard. The analysis
of metric characteristics, reliability of items and subscales, and the fac-
toral validity of theoretically presumed scale for the evaluation of job sat-
isfaction of professional soldiers, was carried out by analysing internal
congruence of subscales and factoral analysis. After the analysis has
been concluded, a scale was derived that contains 33 items. The fac-
toral analysis has offered 7 factors with explained variance of 70.945%.
It was determined that the reliability of the empirically obtained sub-
scales was satisfactory: Emoluments (5 items; 0=0,840), superior officer
(5 items; a=0,897), work load (4 items; 0=0,818), job category (7 items;
0=0,919), prospect for career advancement (4 items; a=0,901), working
environment conditions (4 items; a=0,862) and interpersonal relations
(4 items; 0=0,820). As a whole, the constructed scale enables a reliable
and valid evaluation of professional soldiers’ job satisfaction, and it is
suitable to be applied for research purposes.

Key words: human resources, management, work environment,
work load, career advancement.

* The research was published in the framework of a doctoral thesis titled “The influence of job
satisfaction on the fluctuation of professional soldiers of the Serbian Armed Forces” produced at the
Military Academy in Belgrade.
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Introduction

In last twenty days, many armed forces have carried out a transition of the man-
ning system from recruitment system to full professional composition. That has
resulted in placing focus on the concept of job satisfaction due to its pronounced
impact on absenteeism and fluctuation of professional soldiers. If we add that the
recruitment and retention of professional soldiers in the Serbian Armed Forces has
become ever harder, we realise that the retention of the existing professional soldiers
is becoming ever more important task (Bokic¢ i Ignjatijevic¢, 2020).

In principle, the rights and obligations of the fixed term contract of the system of
defence and other work organisations in Serbia are the same or similar, and they can
be easily compared. A professional soldier who decides to leave the Serbian Armed
Forces resolves his status in a short time period. In other words, he is not obliged to
remain in the system throughout his contract, hence the termination of the contract
cannot have any legal ramifications for him.

However, for the Serbian Armed Forces, as an organisation, the consequences of
a great personnel outflow might be dramatic, both in financial terms, and in terms of
accomplishing their missions and tasks, which leads to the conclusion that it is impor-
tant to know which aspects influence the job satisfaction of professional soldiers. This
type of problem is underscored by a conducted research where “the satisfaction with
the organisation where the respondents are employed got the lowest score” (BojiCic,
Pavlovi¢ i Stojanovi¢-Visi¢, 2018: 367).

It can be said that learning about professional soldiers’ job satisfaction and factors
that affect it can be a key for daily behaviour guidance of professional soldier at their
work places, and viewed in the long run, it enables maintaining the Serbian Armed
Forces and its members within the frame of the strategic plan (Visacki i Saranovic,
2014). Because of that “the satisfaction and motivation are becoming the main man-
agement’s preoccupation in an organisation (Pavlovi¢ and Markovi¢, 2014: 302).

Job satisfaction

When we speak about job satisfaction we usually refer to the attitude of the em-
ployees. According to Robbins and Judge (2017), job satisfaction is “a positive feel-
ings about one’s job resulting from an evaluation of its characteristics” (pg. 119).

Hulin and Judge (2003) noticed that the attitude of employees regarding job sat-
isfaction depends on multidimensional psychological responses that have cognitive
(evaluative), affective (emotional), and behavioural components. That is why re-
searchers perceive job satisfaction from two points of view: Determining influencing
factors and analysis of consequences that it has for employees and organisations
(Pavlovi¢ and Markovic, 2014).

With regard to measuring job satisfaction, there are disagreements among re-
searchers, i.e. there are different perceptions of the interpretation of this phenomena
(Adamopoulos, 2022). A question arises whether it is right to measure it using one
global indicator or it is necessary to derive a composite measurement of satisfaction
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with key aspects of work from various factors (Carvajal and Popovici, 2018; Robbins
and Judge, 2017). Of course, the first way is easier but it does not refer to specific
aspects of job satisfaction, i.e. it does not provide information which enable defining
appropriate measures to create a good plan for the management of professional sol-
diers’ organisational behaviour (fluctuation, absenteeism...).

Up till now, researchers have defined a general degree of job satisfaction gained
by employees, but not the aspects of work that they like or dislike (Barbu, 2020). We
can agree that the evaluation of employee’s job satisfaction is a complex sum of many
discrete elements, which cannot be observed from the very definition of job satisfac-
tion (Robbins i Judge, 2017).

Through researches conducted so far factors of job satisfaction have been grouped
in two categories: personal and organisational factors of job satisfaction (Besli¢ un
Besli¢, 2008; Francesko n Mirkovi¢, 2008; Pavlovi¢ n Markovi¢, 2014).

For Spector (1997), organisational factors are: salary, promotion, management,
benefits, incentives, work procedures, colleagues, nature of work, communication.
Our authors (Francesko n Mirkovi¢, 2008) classify the following factors as organisa-
tional: work by itself, rewarding system, pleasant work environment, work colleagues
and organisational structure. According to Abhishek and Locke (2006), the factors
of job satisfaction are: Work, salary, promotion, colleagues, supervisor, top manage-
ment, benefits and policies.

According to Robbins and Judge (2017) the main cases of job satisfaction are: job
conditions, personality, pay and corporate social responsibility. They underline that
social support, interaction with colleagues outside the workplace and managers play
an important role in the creation of attitude regarding job satisfaction.

By analysing literature and available research we can establish that, despite the
long history of research conducted regarding this matter, there are still questions on
relative contribution of different factors of job satisfaction. In the said literature, the
respondents were not servicemen. Additional motive for this research, apart from the
specificities of the workplace, is the specific situation that our state has been facing
for several decades now - the existence, and then the abolition of mandatory conscrip-
tion, not so distant wars in the territory of former SFRY, continuous tensions in the
southern province, accelerated armament and equipment of the states in the region,
and the existence of war hotspots in the world.

Dimensions of Job Satisfaction

In theory, there are different classifications of factors that influence job satisfaction,
having in mind that it has always been a topical issue in the study of organisational
behaviour. The starting point of this research in determining dimensions that affect job
satisfaction is the research done by Lee, Yang and Li (2017). Starting from Minnesota
survey on job satisfaction combined with available relevant studies on job satisfaction,
they conducted a thorough and precise research on constitutive dimensions of job
satisfaction from a micro-perspective. On the basis of their study, and in combination
with previously mentioned research, this paper defines the following dimensions of job
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satisfaction: emolument, superior officer, work load, interpersonal relations, prospect
for career advancement, very type of work, and working environment.

Emolument. A research done by Abuhashesh, Al-Dmour and Masa’deh (2019)
underlines that wages in relation to the nature of job, organizational culture, and train-
ing is the most important factor that influences job satisfaction and employee perfor-
mance. The amount of salary, as one of the most influential factors of job satisfaction
is detected in certain number of conducted research (Lorber and Savi¢, 2012; Mumin
and lddrisu, 2022; Sija, 2021; Skalli, Theodossiou and Vasileiou, 2008; Vidi¢, 2009).
The result of the research conducted in 2014 among members of the Ministry of De-
fence and Serbian Armed Forces, reflects their dissatisfaction with their material sta-
tus (Visacki and Saranovi¢, 2014).

Superior Officer. Support, communication and superior's demeanour can have
a negative effect on professional soldiers’ job satisfaction. A research conducted in
United States Armed Forces showed that job satisfaction is influenced to a largest
extent by the quality of superior officer and work load (Sanchez, Bray, Vincus and
Bann, 2004).

Research results about the impact of constructive and destructive leadership on
job satisfaction among Swedish soldiers showed that constructive leadership corre-
lates significantly with job satisfaction (Brandebo, Osterberg and Berglund, 2019).
Recent research also point to strong interconnection between manager variable and
job satisfaction variable (Herminingsih, 2017; Quek, Thomson, Houghton, Bramley,
Davis and Cooper, 2021; Kazimi, Khan and Shorish, 2023; Limpo and Junaidi, 2023;
Nguon, 2022).

Work Load. Too much work load is often noted as a source of job dissatisfaction.
In their study Amir and Hussain (2018) confirm that job satisfaction is greatly influ-
enced by work load.

Interpersonal relations. Interpersonal relations are extremely important for em-
ployees, which has been supported by numerous conducted research (Pordevi¢, Mi-
lanovi¢ and Stankovi¢, 2021; Sypniewska, 2014; Videnovi¢, 2012). At work, people
tend to work in groups that have a common purpose (Robbins and Judge, 2017). If, at
that, we have in mind our collectivist culture, the influence of a pleasant social atmos-
phere and absence of conflicts, interpersonal relations represent a significant factor of
employees’ job satisfaction (Videnovi¢, 2012).

Prospect for Career Advancement. A research conducted in 2014 indicated
dissatisfaction of MoD and SAF memberswith the impossibility of personal develop-
ment and career advancement (Visacki and Saranovi¢, 2014). In its study, Sija (2021)
shows that career development has the strongest connection to job satisfaction, while
Gartner (1999) determines in his research that there is a considerable interconnection
between the prospect for career advancement and job satisfaction.

Type of Job. “Jobs are perceived as interesting if they provide opportunities for
additional training, independence and control of others, and variety” (Robbins and
Judge, 2017, pg. 127). The study conducted among officers of Chinese armed forces
indicated that career calling significantly and positively correlates with job satisfaction
(Peng, Zhang, Zheng, Guo, Miao and Fang, 2020). This is confirmed by a research
carried out among Nigerian police officers (Obodo, Okonkwo and Aboh, 2019).
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Working Environment. Job satisfaction is influenced by employees’ perception of
different physical aspects of working area (Tomovska, Stefanovska, Ralev and Krliu,
2014). Although in a research conducted by Peri¢, Drami¢anin and Sanc¢anin (2019)
the respondents were not military or police personnel, the similarity with this popula-
tion of respondents is the hierarchical structure of management. The results of their
research about job satisfaction of employees of “Radan” Hotel lead to the conclusion
that work environment strongly correlates with job satisfaction (Peri¢, Dramicanin and
Sancanin, 2019).

Subject and Aim of Research

The aim of this research was to verify the reliability and factorial validity of the con-
structed scale for the evaluation of job satisfaction of professional soldiers.

Population and Sample

Data used in this paper are a part of research conducted for a doctoral thesis titled
“The influence of job satisfaction on the fluctuation of professional soldiers of the Ser-
bian Armed Forces” in the period from 15" August to 30" September 2023.

The research was carried out on a sample of 157 professional soldiers from units
of the Guard of the Serbian Armed Forces. The sample consisted of professional
soldiers whose employment relationship with the Serbian Armed Forces started on
15! August 2022, since it is considered that 12 months is the minimal time to establish
attitude towards the unit and superior officers (Zivkovi¢, 2019).

The sampling in the units and institutions of the Guard whose members took part
in the survey was random, and the respondents were those individuals who were at
work at the time of data gathering and who were in the position to participate in the
survey.Five respondents were excluded from the survey due to inadequate filling out
of the survey which makes the response rate of 96.82%.

The respondents were males (78.7%) and females (21.3%) 40 years of age or
younger (84.6% with respect to 15.6% of those older than 40) with secondary educa-
tion (85.8% with third degree secondary education and fourth degree secondary edu-
cation, 1.3% with primary education, and 12.5% with university education) who were
single (49.3%) or married/cohabiting. Approximately 70% of respondents stated that
they had 10 years of service, 24.2% had 10 to 20 years of service, and 6% had more
than 20 years of service. The sample is presented on Table 1.
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Table 1.
Frequency distribution of demographic characteristics
Frequency | Percentage pe rX:::?a ge g: rrggrl]?;'gz
Female 33 21,7 21,7 21,7
Sex Male 119 78,3 78,3 100
Total 152 100 100
Up to 20 1 0,7 0,7 0,7
21-25 32 21,1 23,2 23,9
26 - 30 18 11,8 13,0 37,0
31-35 36 23,7 26,1 63,0
Age (years) 36 -40 30 19,7 21,7 84,8
41 -45 15 9,9 10,9 95,7
From 46 6 3,9 4,3 100
Total 138 90,9 100
Non existent 14 9,2
Single 75 49,3 49,3 49,3
Marital status | In Community 77 50,7 50,7 100
Total 152 100 100
1-5 50 32,9 33,1 33,1
6—-10 55 36,2 36,4 69,5
11-15 28 18,4 18,5 88,1
Work 16 - 20 9 59 6,0 94,0
experience 21-25 4 2,6 2,6 96,7
(in years) 26 - 30 3 2,0 2,0 98,7
31-39 2 1,3 1,3 100
Total 151 99,3 100
Non existent 1 0,7
Primary school 2 1,3 1,3 1,3
Secondary
school - 3¢ 33 21,7 22,0 23,3
degree
Education Secondary
school - 4" 96 63,2 64,0 87,3
degree
Other 19 12,5 12,7 100
Total 150 98,7 100
Non existent 2 1,3
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Instrument

The survey that was used contained 5 socio-demographic variables significant for
this research. They are categorical. The instrument intended to look into the structure
of job satisfaction among professional soldiers of the Guard contains 44 items/claims.
The respondents expressed the degree of agreement with each of the given claims on
a Likert-type scale (from 1 - strongly disagree, to 5 - strongly agree).

The basis for the creation of subscales (adapted and modified combination of
claims) to describe satisfaction with work load level, satisfaction with the prospect
for career advancement, and satisfaction with interpersonal relations was taken over
from Lee and associates (2017).

Satisfaction with emolument and satisfaction with superior officer was measured
using adapted and modified combination of claims taken over from Lee and associ-
ates (2017) and Schwepker (2021).

Satisfaction with very type of job was measured using adapted and modified com-
bination of claims taken over from Ali and Anwar (2021), and claims taken over and
modified from Lee and associates (2017).

The subscale for the satisfaction with working conditions was created by the au-
thor of the research.

Results

As the methodology for developing a survey dictates, after the survey concep-
tualisation, its design and completed pilot research, the metric analysis of the scale
ensues (Cohen and Swerdlik, 2010). Analysis of the reliability of items and subscales
and factorial validity was carried out by analysing internal concurrence of subscales
and by means of exploratory factorial analysis. To conduct data analysis, programme
package SPSS (version 26) was used.

Factorial Analysis

To determine factorial validity of theoretically constructed scale, an exploratory
factorial analysis was conducted. It was done by employing principal component anal-
ysis and varimax rotation. The value of correlation coefficient of original variables and
components that was less than 0.4 (by absolute value) was not taken into considera-
tion in the analysis.

Before the conduct of the analysis, an examination of suitability of data for fac-
torial analysis was carried out. The value of Kaiser-Meyer-Olkin indicators is 0.907,
which exceeds recommended value of 0.6 and shows that the matrix is suitable for
factorisation (Pallant, 2009). Also, a high value of Bartlett test of sphericity (x =152)
4872,833) with achieved statistical significance (p = 0,000) indicates the feaS|b|I|ty of
factorisation of the correlation matrix.

11/7



VOJUNO DELO, 4/2023

Table 2.
Total variance explained (44 items)
- . Extraction sum of Rotation sum of squared
Com- Original eigenvalue squared loading loading
po- R .
Vari- Vari- | Cumu- . Cumu-
nent Sum | ance |§(lflvr2%} Sum | ance | lative | Sum a;/c?g-"/ lative
% ° % % ° %
1 % Sum Vari- | Cumu- | 38,624 | 38,624 | 5,715 | 12,989 | 12,989
ance % | lative
2 % Sum Vari- |Cumu-| 7,146 | 45,770 | 5,446 | 12,377 | 25,366
ance % | lative
3 % 4,985 | 50,755 | 2,194 | 4,985 | 50,755 | 4,132 | 9,391 | 34,756
4 1,947 | 4,425 | 55,180 | 1,947 | 4,425 | 55,180 | 3,807 | 8,653 | 43,409
5 1.805 | 4,102 | 59,282 | 1,805 | 4,102 | 59,282 | 3,118 | 7,086 | 50,495
6 1,547 | 3,516 | 62,798 | 1,547 | 3,516 | 62,798 | 2,797 | 6,358 | 56,853
7 1,278 | 2,905 | 65,704 | 1,278 | 2,905 | 65,704 | 2,422 | 5,505 | 62,358
8 1,102 | 2,504 | 68,208 | 1,102 | 2,504 | 68,208 | 1,828 | 4,155 | 66,514
9 1,020 | 2,317 | 70,525 | 1,020 | 2,317 | 70,525 | 1,765 | 4,011 | 70,525
10 | 0,946 | 2,151 | 72,676

The factorial analysis of the theoretically constructed scale (44 items) detected the
presence of nine components that explain 70.525% variance (Table 2).

Through the initial exploratory factorial analysis it was established that four items
(P5, R5, MN5 and MOG6) were attached to completely different factors that were not
compatible even in terms of content. Apart from the given items, another five items
(P4, R1, R6, UR2 and MO4) are loaded to a factor that is not the primary one. There-
fore, they were excluded from further analysis (35 items were kept).

A repeated exploratory factorial analysis, after removing (9) unsatisfactory items,
identified the presence of 7 factors that explain 70.092% variance. In the repeated fac-
torial analysis the value of Kaiser-Meyer—OIkin indicators was 0.918, and the value of
Bartlett test of sphericity was x? _..,, = 3778,463 with achieved statistical significance
p = 0,000. The repeated exploratory factorial analysis showed that two items (RT,
R2) are attached to other dimensions not compatible in terms of content. They were
excluded from the following analysis.

After removing unsatisfactory items, another exploratory factorial analysis was
carried out that established the existence of 7 dimensions. Seven factors explain
70.945% variance. The value of Kaiser-Meyer-OIkin indicators was 0.921, and the
value of Bartlett test of sphericity was x = 3484,428 with achieved statistical sig-
nificance p = 0,000 (Table 3).

(n=152)
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Table 3.
Total variance explained (33 items)

Original eigenvalue Extraction sum of squared | Rotation sum of squared

Com- loading loading
po- .
Vari- | Cumu- q g Cumu-
nent . Vari- | Cumu- Vari- 3
S a[}/fe Iag(\)/e S ance % | lative % sl ance % '332’9

1 13,918 | 42,177 | 42,177 | 13,918 | 42,177 | 42,177 | 4,638 | 14,055 | 14,055

2 2,394 | 7,255 | 49,432 | 2,394 | 7,255 | 49,432 | 3,999 | 12,120 | 26,175

3 1,841 | 5,578 |55,010| 1,841 | 5578 | 55,010 | 3,194 | 9,677 | 35,852

4 1,599 | 4,847 59,857 | 1,599 | 4,847 | 59,857 | 3,123 | 9,463 | 45,316

5 1,379 | 4,179 64,036 | 1,379 | 4,179 | 64,036 | 3,122 | 9,460 | 54,775

6 1,233 | 3,735 |67,771| 1,233 | 3,735 | 67,771 | 2,810 | 8,514 | 63,289

7 1,047 | 3,174 |70,945| 1,047 | 3,174 | 70,945 | 2,527 | 7,656 | 70,945

8 0,833 | 2,525 | 73,471

Seven factors identified through exploratory factorial analysis after removing 11
items in line with theoretic suggestion in the research. Factor 1 includes items from
VP3 to VP9, which refer to satisfaction with the type of job performed by professional
soldiers. Factor 2 encompasses items from R2 to R4, R7 and R8 which represent
satisfaction with superior officer. Factor 3 includes items UR1, UR3, UR4 and UR5
which refer to satisfaction with work environment. Factor 4 encompasses items from
MN1 to MN4 which refer to satisfaction with prospect for career advancement. Factor
5 encompasses items from P1 to P3, P6 and P7 which represent satisfaction with
emolument. Factor 6 includes items from MO1 to MO3 and MO5 which relate to sat-
isfaction with interpersonal relations. Finally, factor 7 encompasses items from O1 to
04 which refer to satisfaction with work load. Factor loadings are presented in Table 4.
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Table 4.
Rotated matrix of factorial loading
ITEM COMPONENT
1
2 4 5 6 7
| believe that my work is &
1 P1 . ©
adequately paid. S
When | think about the salary that ©
2 P2 | the military pays, | feel that | am o}
not adequately valued. o
Emoluments and benefits are just >
3 P3 |. ; <~
in our unit. S
4 P6 The salary is low compared to §
similar work in other places. Py
5 p7 The salary in the military is lower 3
than in other organisations. g
My superior officer is not 2
6 | R2 linterested in his subordinates. g
o}
7 R3 | I like my superior officer. 3
o
My superior officer is fair to his 5
RS subordinates. 2»
My superior officer considers =
9 R7 |ideas and suggestions of his e}
subordinates. ©
My superior officers rewards and ™
10 3% praises his subordinates. 'C\;
As long as | do my job well, | have Q
11 | O1 |enough time to dedicate to my ©
family and friends. ©
Because of overtime | do not have S
12 | 02 | X - 2
time for leisure activities. s
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ITEM COMPONENT
1
2 3 4 5 6 7
| am very exhausted by unit 8 R
15103 procedures. ;t g—
My work load permanently 3
il | o exceeds my endurance. 'c\,—
g
15 | VP3 || often find my job to be boring. ©
o
16 | VP4 I am quite satisfied with my current E
job. s
| am excited about my job almost &
L | A every day. g"
| am disappointed with my work &8
18 | VP6 place. g
. . D
19 | vP7 I feel fulfilled and proud to do this ~
job. o
Sometimes | feel that my work is 1
20 | VP8 pointless. g
&
21 | VP9 |l enjoy my work. ©
o
22 | MN1 As long as | work well, | will have a g
chance of career advancement. P
| can improve my capabilities N
23 | R during the process of training. 'g
| feel satisfied about the prospect ~
24 | MN3 |45 career advancement in the unit. ';»
| can always acquire new o) S
25 | MN4 | knowledge and experience atmy | X 3
work. ' ©
| am satisfied with the level of &
26 | UR1 equipment at workplace. {;
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ITEM
1
2

COMPONENT

5

6

7

27

UR3

| am satisfied with accommodation
in my unit.

28

UR4

| am satisfied with quartermaster
equipment.

29

UR5

| am satisfied with meals provided
in the unit.

0,622 | 0,835 | 0,726

30

MO1

| am satisfied with interpersonal
relations in the unit.

31

MO2

| feel satisfied when working with
my colleagues

-0.43

32

MO3

There are many quarrels among
colleagues and avoidance of
responsibilities.

33

MO5

Due to the lack of training of
my colleagues | have to make
additional efforts in my work.

0,772 | 0,750 | 0,560 | 0,711

Method of extraction: Analysis of main components
Varimax rotation method with Kaiser normalisation

a Rotation converged in 7 repetitions

Analysis of internal congruence of identified subscales

Internal congruence, i.e. reliability of subscales, is expressed through coefficient
Cronbach alpha (a) and it ranges from 0.818 to 0.919 (Table 5). In a general perspec-
tive, the reliability of subscales is satisfactory, particularly if we take into consideration
the number of items within them.

In Table 5, we can observe very strong correlation among items in the framework
of identified subscales. After completed analysis of internal congruence, it can be
concluded that the reliability of each subscale is satisfactory. The coefficient Cronbach
alpha (a) of the scale for the assessment of professional soldiers’ job satisfaction
makes the total of 0.684.
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Table 5.
Internal reliability of items and subscales after removing 11 items
Mean value of Value of Num-
Subscales 2[°R23(‘8? correlation among | correlation of item | ber of
P items pairs item
Emolument 0,840 0,514 0,420 - 0,708 5
Superior Officer 0,897 0,638 0,520 -0,784 5
Work Load 0,818 0,531 0,449 — 0,649 4
Type of Job 0,919 0,622 0,524 - 0,720 7
Prospect for Career
Advancementa 0,901 0,695 0,636 — 0,779 4
Working Environment 0,862 0,613 0,506 - 0,731 4
Interpersonal relations 0,820 0,537 0,404 - 0,674 4

Descriptive analysis of identified subscales

A descriptive statistical analysis (Table 6) was produced at the level of overall
scores of job satisfaction subscales. The table shows that the minimum and maximum
values match theoretical values. Values obtained by Skewness and Kurtosis indicate
that there are not significant deviations from normal distribution. Values M indicate
that within the structure of job satisfaction of professional soldiers in the Guard, the
respondents are the most pleased with their superior officers (M=18,697), type of
job (M=17,842), while they are the least satisfied with work environment conditions
(M=10,671).
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Table 6.
Descriptive statistics of the scale for the assessment of professional soldiers’ job
satisfaction

Asymmetry Kurtosis
Subscales N | Min | Max M o)

Statis- | Statisti- | Statis- | Statisti-
tics cal tics cal

Emolument | 152 | 5.0 | 25,0 | 13,651 | 4,9411 | 0,160 | 0,197 |-0,493 | 0,391

Superior

officer 152 | 5.0 | 25,0 | 18,697 | 4,4035 | -0,770 | 0,197 | 0,465 | 0,391

Work Load | 152 | 4,0 | 20,0 | 12,967 | 4,3313 | -0,191 | 0,197 |-0,729 | 0,391

Type of Job | 152 | 7,0 | 35,0 | 17,842 | 6,8775 | 0,470 | 0,197 |-0,390| 0,391

Prospect
for Career 152 | 4,0 | 20,0 | 12,842 | 4,4856 | -0,313 | 0,197 |-0,831| 0,391
Advancement

Working

Environment 152 | 4,0 | 20,0 | 10,671 | 4,4001 | 0,153 | 0,197 |-0,868 | 0,391

Interpersonal
relations 152 | 4,0 | 20,0 | 13,796 | 3,6509 | -0,157 | 0,197 |-0,543 | 0,391
Discussion

The purpose of this research was to verify the reliability and factorial validity of the
constructed scale for the evaluation of job satisfaction of professional soldiers. The
results confirmed the seven-dimensional structure of the proposed scale developed
after study of relevant literature. The survey itself underwent changes, so the number
of items was reduced (from 44 to 33).

The exploratory factorial analysis identified 11 items with unsatisfactory charac-
teristics or they were attached to completely different factors. Therefore, they were
excluded from further analysis. After unsuitable items have been excluded, explora-
tory factorial analysis was conducted and it arrived at seven factors which explained
70.945%. This confirmed the existence of seven dimensions of theoretically pre-
sumed scale for the evaluation of job satisfaction. In comparison to six-dimension
model of job satisfaction suggested by Lee and associates (2017), this research add-
ed another dimension “work environment”. The factorial analysis suggests that the
greatest contribution was provided by the subscale “type of job”, meaning that this
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factor explains the greatest portion of the variance (42.177%) of this construct, and it
is followed by the subscales “superior officer, work environment, prospect of career
advancement, emolument and work load”. The least contribution is provided by the
scale “interpersonal relations”. This conclusion is not entirely in line with the research
results obtained by Lee and associates where prospect for career advancement gave
the greatest contribution to understanding of job satisfaction, and it was followed by
emolument, type of job, interpersonal relations, superior officer, while work load had
the least influence. This discrepancy is reflected in differences between civilian and
military organisations (Griffeth, Hom and Gaertner, 2000).

The reliability of empirically obtained subscales was tested using coefficient val-
ues Cronbach alpha as the unit of internal consistency. According to Kline (2016), the
reliability of “results whose coefficients are about 0.90 are considered as “excellent”’,
and values around 0.80 as “very good...” (pg. 92). On the basis of value coefficient
Cronbach alpha, presented in Table 5, it can be concluded that all dimensions of the
scale for job satisfaction assessment are highly reliable, meaning that they confirm
that the scale is a viable instrument for the assessment of job satisfaction of profes-
sional soldiers.

In Table 6, one can observe that minimal and maximal values in all subscales
match theoretical values. The analysis of arithmetical average shows positive skew-
ness of “distribution scale “type of job, emolument and work environment”. In sub-
scales “superior officer, interpersonal relations, prospect for career advancement and
work load” the values of arithmetical average move towards higher values, therefore,
they are negatively asymmetric. Values of arithmetical average of the subscales in-
dicate that, within the structure of job satisfaction, professional soldiers of the Guard
are the most pleased with their superior officers (M=18.697), type of job (M=17.842),
while they are the least satisfied with work environment (M=10.671). The results of ar-
ithmetical average of each dimension/subscale of job satisfaction suggest that there is
room for the improvement of the level of job satisfaction of professional soldiers in the
Guard, especially in the subscales where arithmetical average values are the lowest.

The original contribution to this research is the seventh dimension of job satisfac-
tion - work environment which was established and introduced by the author.It should
be noted that research subjects were exclusively professional soldiers of the Guard,
so that the obtained results cannot be generalised to entire population of professional
soldiers of the Serbian Armed Forces. They can be pleased to a greater or lesser ex-
tent with some aspects than the entire population of SAF professional soldiers, so the
current findings should be interpreted with caution.

The obtained research results represent a sound basis for future research to get
reliable and valid instruments for the collection of data on job satisfaction that would
refer to entire population of professional soldiers in the Serbian Armed Forces.
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Conclusion

The lack of adequate instruments for the assessment of proposed job satisfaction
factors to be used for the purpose of reducing the fluctuation of professional soldiers
underlines the theoretical and practical significance of this research.

The results show that the proposed subscales possess acceptable metric charac-
teristics, and that they can be used for the evaluation of job satisfaction of professional
soldiers.

The exploratory factorial analysis has identified eleven potentially problematic
items which empirically do not belong to the expected construct, hence, they were
removed from the assessment of the measuring instrument validity. The exploratory
factorial analysis verified a latent structure (seven dimensions) of theoretical scale for
the assessment of professional soldiers’ job satisfaction, and proved factorial validity
of measuring instrument.

The internal reliability of the items and subscales was verified by means of analy-
sis of internal congruence which indicated existence of a significant correlation among
items of the subscales. As a whole, the constructed scale enables a reliable and valid
evaluation of professional soldiers’ job satisfaction. It can be concluded that the con-
structed scale is suitable to be applied in further research of this issue with this pop-
ulation.

The created scale for the assessment of job satisfaction opens possibilities for the
examination of suppositions regarding the influence of job satisfaction of professional
soldiers on other depending variables of organisational behaviour (fluctuation, ab-
senteeism, productivity, deviant behaviour on the workplace) which bears diagnostic
significance in practice. To take appropriate measures and create a good plan for
the management of professional soldiers’ organisational behaviour, their fluctuation
among other, it is certainly necessary to asses their job satisfaction.
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Summary

n last twenty days, many armed forces have carried out a transition of the man-

ning system from recruitment system to full professional composition. That has
resulted in placing focus on the concept of job satisfaction due to its pronounced
impact on absenteeism and fluctuation of professional soldiers. It can be said that
learning about professional soldiers’ job satisfaction and factors that contribute to it
can be a key for daily behaviour guidance of professional soldier at their workplaces,
and viewed in the long run, it enables maintaining the Serbian Armed Forces and its
members within the frame of the strategic plan (ViSacki i Saranovi¢, 2014).

The aim of this research was to verify the reliability and factorial validity of the
constructed scale for the evaluation of job satisfaction of professional soldiers. The
constructed scale assesses job satisfaction of professional soldiers through seven
different dimensions: emolument, superior officer, work load, interpersonal relations,
prospect for career advancement, working environment and the very type of work.

In the research the used survey contained 5 socio-demographic variables signifi-
cant for this research. They are categorical. The instrument intended to look into the
structure of job satisfaction among professional soldiers of the Guard contains 44
items/claims. The respondents expressed the degree of agreement with each of the
given claims on a Likert-type scale (from 1 - strongly disagree, to 5 - strongly agree).

The data used in this paper are a part of research conducted for a doctoral thesis
titled “The influence of job satisfaction on the fluctuation of professional soldiers of the
Serbian Armed Forces” in the period from 15th August to 30th September 2023.

The research was carried out on a sample of 157 professional soldiers from units
of the Guard of the Serbian Armed Forces. The sample consisted of professional sol-
diers whose employment relationship with the Serbian Armed Forces started on 1st
August 2022.

The analysis of metric characteristics, reliability of items and subscales, and the
factorial validity of theoretically presumed scale for the evaluation of job satisfaction of
professional soldiers, was carried out by analysing internal congruence of subscales
and factorial analysis. To conduct data analysis, programme package SPSS (version
26) was used.

After the analysis has been concluded, a scale was derived that contains 33 items.
The exploratory factorial analysis has identified eleven potentially problematic items
which empirically do not belong to the expected subscale, hence, they were removed
from the assessment of the measuring instrument validity. The exploratory factori-
al analysis verified a latent structure (seven dimensions) of theoretical scale for the
assessment of professional soldiers’ job satisfaction, with explained 70.945% of var-
iance, and proved factorial validity of measuring instrument. The internal reliability of
the subscales was verified by means of analysis of internal congruence which indi-
cated a very strong correlation among items of the subscales. Emoluments (5 items;
0=0,840), superior officer (5 items; 0=0,897), work load (4 items; 0=0,818), job cate-
gory (7 items; a=0,919), prospect for career advancement (4 items; a=0,901), work-
ing environment conditions (4 items; a=0,862) and interpersonal relations (4 items;
0=0,820). As a whole, the constructed scale enables a reliable and valid evaluation
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of professional soldiers’ job satisfaction, and it is suitable to be applied for research
purposes.

To take appropriate measures and create a good plan for the management of
professional soldiers’ organisational behaviour, their fluctuation among other, it is cer-
tainly necessary to assess their job satisfaction. The created scale for the assessment
of job satisfaction opens possibilities for the examination of suppositions regarding
the influence of job satisfaction of professional soldiers on other depending variables
of organisational behaviour (fluctuation, absenteeism, productivity, deviant behaviour
on the workplace) which bears diagnostic significance in practice. The results of this
research suggest that there is room in all subscales/dimensions for the improvement
of the level job satisfaction of professional soldiers in the Guard, especially in the seg-
ment that refers to work environment and prospec for career advancement.
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