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Abstract: Human capital, which is a key resource of every organization, is characterized by 

high sensitivity to social, cultural and other factors that are not necessarily economic in nature. 

In the process of managing this capital, employee satisfaction becomes key, resulting from 

various reasons. In this study, we attempted to examine the level of satisfaction of university 

employees. The aim of this study was to gather information on the level of employee 

satisfaction with their job positions and to examine the relationships between selected, 

identified factors influencing their job satisfaction. The paper used multivariate statistical 

analysis, mainly Wilcoxon tests and Spearman rank correlation. Analysis of the survey results 

confirmed significant relationships between factors such as work atmosphere, appreciation of 

work effects, proper division of responsibilities and possible help in the team. 

Keywords: atmosphere at work; employee satisfaction; salary and non-wage conditions; social 

relations; university 

1. Introduction 

Human resource management at the enterprise level which is the subject of 

numerous studies and research in Poland and abroad, seems to be a constantly 

interesting topic. Changes occurring in the social structure and market situation, 

intensified by the political situation, the development of techniques for changing 

employee preferences, a constant increase in income and free time, and the availability 

of various services are changing the perception of the role of work. This paper attempts 

to analyze employee satisfaction of academic staff employed in a public organization 

and a university. Due to the duality of tasks (teaching and science), its functioning is 

characterized by a specificity different from other public enterprises operating in the 

conditions of a market economy. 

Such organizations are forced to fight for a customer, i.e., a student, through their 

offer, often carrying out tasks imposed by the institution that systemically manages 

the sector. Every element of work is related to employee involvement. Universities 

simultaneously carry out non-commercial and commercial research work in the form 

of commissioned research, analyses, and reports, as well as external funds directed at 

predetermined research directions. Therefore, apart from the issues of uncertainty of 

student recruitment (affecting employment), there are also issues of uncertainty of the 

results of competitions in research projects, uncertainty of demand for commissioned 

research, or funding for specific fields of science. In this light, organizational 

management, and especially the management of research and teaching staff, seems to 

be an interesting issue. Satisfaction surveys in an organization, especially in large 

international companies, are almost a standard. At the university level, especially in 
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the countries of Central and Eastern Europe, this is still a rarity, or at least these results 

are not published. 

The aim of this study was to evaluate the level of employee satisfaction with their 

positions. The results, aside from the anticipated recognition of the importance of 

remuneration, highlight the significance of workplace atmosphere and interpersonal 

relationships. Knowledge of the situation in the company, but more importantly for 

the generalization of the results, the relationship between the examined issues seems 

to be interesting. 

2. Materials and methods 

The study was conducted in 2022 on employees of the organization, of whom 

188 completed a complete survey, which constituted 25% of the total workforce. The 

research was carried out electronically, ensuring anonymity and voluntary 

participation. To increase respondent trust—also at the request of their representatives 

involved in the study—the survey was distributed via the LimeSurvey platform to all 

employees. Information about the survey was disseminated through official channels. 

The content of the questionnaire was approved by the ethics committee with the 

participation of trade unions. The questions did not directly refer to specific 

individuals, except for an optional section for comments, where participants could 

express opinions about individual employees, managers, or procedures. The 

questionnaire included 54 thematic questions and 8 demographic questions. Forty-

eight questions used a five-point Likert scale, one employed a nominal scale, and the 

remaining were open-ended. 

The reliability of the questionnaire was verified using Cronbach’s alpha, which 

was determined to be α = 0.973. The questions were grouped into seven categories: 

1) Wage and non-wage conditions, 

2) Occupational health and safety, 

3) Working hours, 

4) Social relations, 

5) Employee recognition and development opportunities, 

6) Self-fulfillment at work, 

7) Barriers to the institution’s potential development. 

Each group concluded with an option for additional comments. Due to the 

sensitive nature of the results and the presence of sensitive organizational data, the 

findings were stored in the repository of the Commission for Strategy Implementation. 

Multivariate statistical analysis was employed to validate the results, using Microsoft 

Excel and Statistica 13 software. Due to the scale of grades used, the analyzes used 

the Wilcoxon test for comparisons and a correlation test using the Spearman 

coefficient. 

3. Results and discussion 

Conducting research at the organization level—especially on matters as crucial 

to its operations as employee satisfaction—is not an easy task and involves numerous 

challenges, which we attempted to address. 
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3.1. Research assumptions 

The need for satisfaction, which is the focus of this study, is situated in the upper 

tiers of Maslow’s hierarchy of needs. It can be related both to the need for respect and 

recognition and, in certain aspects, to the need for self-actualization. However, 

considering the broad spectrum of the concept of satisfaction, it is important to also 

mention elements from the lower tiers of Maslow’s hierarchy, such as satisfaction with 

compensation for work performed. The multifaceted nature of satisfaction complicates 

its analysis. It can be examined from economic, social, or sociological perspectives  

(Yusoff et all., 2022). These viewpoints overlap and interact, producing—especially 

in the case of extensive studies—a generalized picture that, while potentially too broad 

in large enterprises, remains analyzable in terms of specific groups (Crossman and 

Harris, 2006) as well as in aggregate. The level of satisfaction depends on factors such 

as age (Mgaiwa, 2023) , gender—particularly in the context of pay inequalities (Ward 

and Sloane, 2000)—and, in connection with these, length of service (Drucker-Godard 

et all., 2015). 

3.2. Purpose of employee satisfaction analysis 

Research originating in sociology and psychology (Mishra, 2013) has gained 

recognition among economists. It has become evident—a notion no longer requiring 

justification—that as employee satisfaction increases, so does their effectiveness 

(Katebi et all., 2022), which can be measured directly or indirectly as it influences 

economic efficiency (Çelik, 2011) and ultimately benefits the enterprise. This applies 

to both profit-oriented and other types of organizations (Platis et all., 2015). 

The study discussed in this article was one of several conducted as part of work 

on the organization’s development plan for the 2030 perspective. The research within 

this project covered all stakeholder groups. The literature features numerous studies 

on job satisfaction conducted in African (Olusegun, 2013) and Asian countries 

(Ahmed, 2015; Chaudhry, 2012). However, even in these, cultural differences in 

employee attitudes were highlighted (Wong and Heng, 2009). Therefore, research 

conducted in Polish-European conditions may simultaneously exhibit similarities to 

many studies worldwide while accounting for the specificities of the national science 

system, state organization, and culture. 

The aim of this study was to gather information on the level of employee 

satisfaction with their job positions and to examine the relationships between selected, 

identified factors influencing their job satisfaction. The results related to individual 

scores and personal comments are proprietary to the client and subject to 

confidentiality usually (except for scientific purposes). The insights into relationships 

between the categories studied and the behaviors analyzed constitute valuable 

material—according to the author—valuable material with a high potential for 

universality. 

3.3. Key findings 

Among the various aspects evaluated in the study, those concerning supervisors 

and employees’ identification with the organization emerged prominently. 
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Figure 1. Distribution of scores for selected factors influencing job satisfaction. 

The competencies of supervisors are highly rated, with the expected trend of 

higher scores for direct supervisors (Figure 1). Proper leadership and organizational 

support (Purwanto, 2020) are also frequently mentioned in other studies as critical not 

only for job satisfaction but for the overall functioning of the team (Skolik and 

Kukowska, 2022). Both research-teaching and administrative staff (distinguished as 

separate groups in the study) demonstrate strong identification with their institution, 

with over 80% indicating this connection. This represents a valuable asset that cannot 

be underestimated. 

However, the situation is reversed when it comes to the evaluation of 

remuneration levels. More than half of the employees rate it poorly. In detail, as many 

as 25% rate their pay as very low. Within the framework of job satisfaction, 

remuneration emerges as a key factor (Ali and Anwar, 2021). A mismatch in pay can 

lead to professional burnout, even among younger employees (Rinny et all., 2020), 

and consequently result in reduced productivity or employee turnover, despite the 

inherent prestige associated with working at a university, which otherwise contributes 

to job satisfaction (Gadi et all., 2024). In this context, the university’s efforts to foster 

identification with the institution are crucial for workforce stability. Satisfaction, in 

turn, translates into the work involvement (Chiracu et al., 2024) and the level of 

educational services provided (Sale Ma and Quirap, 2024). 

The components of employee satisfaction tend to receive the highest ratings from 

those with the shortest tenure. Conversely, the most critical evaluations come from 

employees with 6–15 years of service. One of the key issues in recent times has been 

the manner in which tasks related to research, teaching, and administrative work are 

carried out. Apart from the noticeable lack of clear, organization-wide guidelines—

partially due to the autonomy of internal units—there is also evidence of employees 

being overburdened with tasks unrelated to their primary responsibilities. 

The quality of relationships with direct supervisors and the workplace 

atmosphere contribute to reduced duplication of work and better oversight of tasks 

performed by others. Strong relationships with supervisors also correlate with a higher 

level of employee recognition (r = 0.813; p < 0.001). Building appropriate 
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relationships further enhances peer assistance in overcoming challenges (r = 0.741; p 

< 0.001) and accelerates conflict resolution (r = 0.752; p < 0.001). 

On the other hand, low ratings for remuneration and evaluation processes 

strongly correlate with poor assessments of promotion opportunities (r = 0.532; p < 

0.001) and recognition of work outcomes (r = 0.451; p < 0.001). The study did not 

confirm differences in satisfaction levels based on gender; however, individuals who 

disclosed their gender reported significantly higher levels of satisfaction compared to 

those who chose not to disclose this information. 

Table 1. Wilcoxon signed-rank test results for pay and non-pay condition factors. 

Factor 2. 3. 4. 5. 6. 

1) the level of equipment of an individual position with tools necessary to perform duties  - - ← ← - 

2) the level of equipment of your unit with the necessary tools and infrastructure to perform duties  - ← ← - 

3) the level of equipment your unit needs to conduct classes    ← ← - 

4) social rooms available for employees     ← ↑ 

5) salary level     ↑ 

6) availability and distribution of social benefits      

The results of the Wilcoxon signed-rank test for factors (Table 1) related to pay 

and non-pay conditions further reinforce these findings, highlighting the critical role 

these elements play in overall job satisfaction. 

Among the analyzed factors, the level of remuneration appears (in the opinion of 

employees) to be less significant than, for example, the level of individual workplace 

equipment with tools necessary to perform duties or the level of equipment of the unit 

with the necessary tools to fulfill responsibilities. 

Table 2. Results of Wilcoxon signed-rank test for occupational health and safety (OHS) factors. 

Factors 2. 3. 4. 5. 6. 7. 8. 

1) level of security related to continuity of employment  ↑ - ← - ← - ← 

2) level of self-identification with the university as a place of work   ← ← ← ← ← ← 

3) physical conditions of work performed    - - ← - ← 

4) mental well-being at work     - ← - ← 

5) the level of stress experienced      ← - ← 

6) with the work performed       ↑ - 

7) level of improvements in administrative services        ← 

8) work-life balance        

9) level of security related to continuity of employment  ↑ - ← - ← - ← 

10) level of self-identification with the university as a place of work   ← ← ← ← ← ← 

11) physical conditions of work performed    - - ← - ← 

12) mental well-being at work     - ← - ← 

13) the level of stress experienced      ← - ← 

14) with the work performed       ↑ - 

15) level of improvements in administrative services        ← 

16) work-life balance        
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Further analyses confirm significantly higher ratings for identification with the 

organization compared to most other factors. Interestingly, work-life balance is rated 

lower than the majority of other factors (Table 2). Among these, job security 

associated with continuity of employment stands out as particularly significant, a 

factor that gained considerable importance during the COVID-19 pandemic (Siejka 

and Szajt, 2022). The greatest differences and clear advantages, however, are observed 

in the domain of social relations. 

Table 3. Results of Wilcoxon signed-rank test for social relations factors. 

The most critical factors shaping job satisfaction (in this study) were the 

atmosphere in the direct unit and coworkers’ assistance in addressing problems 

encountered at work (Table 3). This factor is highlighted across various types of 

enterprises, even the largest ones oriented primarily toward commercial success 

(Karczewska, 2020). Collaboration and knowledge sharing are closely linked to an 

increased sense of self-efficacy (Krzyżowska, 2022). These characteristics proved to 

be significantly more important than all others. Similar conclusions can also be found 

in other studies (Kun and Gadanecz, 2022; Van Marle, 2018). Interestingly, in 

reference to previously mentioned research, the next most important factor was the 

ability of direct supervisors to foster positive team relationships (Korombel, 2013). 

The interdependence of these categories has also been confirmed in other studies 

conducted in relatively different environments but also within the context of technical 

universities (Ampha et all., 2022). 

The study (Table 4) confirmed a clear synergy between workplace atmosphere, 

assessment of pay and non-pay factors, evaluation of coworkers’ and management’s 

competencies, and mutual collaboration and trust. Although these factors have been 

widely discussed in the literature, this study reaffirms the need for further exploration, 

particularly concerning the specific nature of higher education institutions. 

 

 

 

factors 2. 3. 4. 5. 6. 7. 8. 9. 10. 

1) atmosphere in your head unit ↑ ↑ - ← - - ← ← ← 

2) atmosphere in your direct unit  - ← ← ← ← ← ← ← 

3) help from colleagues if they encounter a problem at work   ← ← ← ← ← ← ← 

4) resolving conflicts in your team/section    ← - - - ← ← 

5) division of responsibilities in your team/section     ↑ - - ← ← 

6) building positive relationships in the team by the direct superior      ← ← ← ← 

7) level of cooperation between colleagues in your team/department/section       - ← ← 

8) the level of competition between colleagues in your team/department/section        ← - 

9) the level of trust between colleagues in your team/ department/section         ↑ 

10) the level of openness of communication between colleagues in your team/department/section          
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Table 4. Directions of statistically significant relationships among selected factors. 

atmosphere in your direct unit → 
help from colleagues if they encounter a problem at 

work 

division of responsibilities in your team/section → atmosphere in your direct unit  

the level of appreciation of the effects of your work by your direct superior → atmosphere in your direct unit  

level of management competencies of the direct superior → 
matching the difficulty of the tasks assigned to you to your 

skills 

the level of appreciation of the effects of your work by your direct superior → level of management competencies of the direct superior 

salary level → level of improvements in administrative services 

social rooms available for employees  → salary level 

time to rest during the working day  → work-life balance 

the level of openness of communication between colleagues in your 

team/department/section 
→ 

the level of trust between colleagues in your 

team/department/section 

level of management competencies of the direct superior → 
the level of quality of the relationship with the direct 

superior 

the number of teaching duties performed during the year is adjusted to my 

working hours 
→ level of management competencies of the direct superior 

4. Conclusion 

The results obtained provide excellent material to support organizational work 

within the studied enterprise. Due to the omission of assessments in itself and the 

indication of the relationships between the assessments of individual factors (including 

motivational) and the working conditions, these results are a valuable study with high 

potential for universalism. The cyclical nature of such studies (as recommended) can 

highlight the effects and effectiveness of implemented actions, contributing to the 

organization’s success. 

Limitations of this research include the sample size and the specific 

characteristics of the employees studied. Despite certain legal frameworks and 

regulations, even at the state level, there are significant deviations in university 

management methods and conditions resulting from factors such as location, economic 

development, demographics, traditions, etc. Therefore, generalizing the findings to a 

broader population should be done with caution. 
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