69

https://doi.org/10.5559/di.28.1.04

QUALITY OF WORKING LIFE
AMONG 50+ EMPLOYEES
ACROSS THE EU: A DOUBLE
JEOPARDY FOR CROATIAN
OLDER WORKERS

Zvonimir GALIC, Maja PARMAC KOVACIC
Faculty of Humanities and Social Sciences, Zagreb

Maja VEHOVEC
The Institute of Economics, Zagreb

UDK: 005.32-053.88(497.5:4-6EU):331.101.32
Izvorni znanstveni rad

Primlieno: 17. 11. 2017.

One of the most pressing concerns in the EU nowadays
seems to be the impact of ageing population on the
economy. In Croatia the problem is even more pronounced
considering that a significant proportion of workforce leaves
the labor market before the legal retirement age. One of
potential reasons for early retirement might be the quality of
working life (QWL) among older employees. Aim of our
study was to explore QWL among older Croatian workers by
comparing them to younger Croatian workers and their EU
peers. Using the data from the 6th European Working
Conditions Survey conducted during 2015 on over 30 000
participants, we compared the QWL of Croatian workers
older than 50 with younger workers and their peers from
well-established market economies of Western Europe and
transitional Central and Eastern European countries.
Research showed that older workers in Croatia perceive their
QWL lower than younger Croatian workers and their peers
from other EU countries (especially economic security and
autonomy in work). We believe that these findings are, at
least partially, the reason for their early retirement.
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Our study is motivated by current demographic trends in
Croatia and the EU and their future social and economic con-
sequences. The two main demographic trends are a general
decline in fertility and an increase in life expectancy (Euro-
stat, 2015a, 2015b). These trends influence the population
structure (e.g., ratio of 65+ citizens to working age popula-
tion) and have important long-term consequences for soci-
eties because of the burden they put on healthcare and pen-
sion funds. For example, due to demographic trends, the pro-
jected ratio of dependent 65+ individuals to working age
population (15 - 64 years) is expected to increase sharply dur-
ing the next decades (European Commission, 2018). This
trend is especially pronounced in the EU new member states
of Central and Eastern Europe, including Croatia, because
general demographic trends will not be mitigated with immi-
gration. In fact, the unfavorable demographic trends are ad-
ditionally worsened by the fact that the countries are losing
large numbers of their workers who are emigrating to better-
-developed EU economies (Zuparié-lji¢, 2016), and a signifi-
cant portion of workers leaving the workforce to retire before
the full retirement age (e.g., Balokovi¢, 2010; Hoff, 2011; Ve-
hovec, 2008).

All these indicators point to the need for people to con-
tinue working to maintain the retirement systems and make
health funds sustainable. In 2010 the European Commission
established a target of 50% employment rate among the 55 to
64 years age group. According to the "2018 Ageing Report: Eco-
nomic and Budgetary Projections for the EU Member States
(2016-2070)" that was published in May 2018, the participation
rate (i.e., percentage of population employed or looking for a
job within the labor force) among older Croatian workers is
relatively low and will remain so in the foreseeable future if
significant changes are not introduced. In Table 1, we list par-
ticipation rates in Croatia and the EU observed in 2016 and
projected for the period 2020-2030. As might be seen from Table
1, the participation rates are consistently lower in Croatia in
comparison to the EU average. However, the most striking
differences can be observed among the older groups of work-
ers (55-64) where the expected difference between Croatia and
the EU, if nothing changes, will amount to over 20% in 2030.

The aim of the research described in our study was to
explore the quality of working life among Croatian employ-
ees older than 50 in order to gain an understanding about the
reasons that drive their decision to voluntarily leave the work-
force. We believe that the contribution of our study is two-fold.
First and foremost, findings from such a study will point to



O TABLE 1
Comparison of
articipation rates
Eefween Croatia and
EU average in the
period 2016-2030

the aspects of working life that should be changed in order
to reverse the unfavorable trends in the participation rates
among older workers related to voluntary withdrawal from
the workforce. Second, such a study should contribute to our
general understanding of how the quality of working life
depends on workers' age, socio-economic circumstances, and
their interaction, and, thus, contributes to the growing body
of research on the ageing workforce (e.g., Truxillo, Cadiz, &
Hammer, 2015).

2016 2020 2025 2030
Age group Croatia EU28 Croatia EU28  Croatia EU28 Croatia EU28
Total (15-64) 65.7 729 67.2 737 679 741 68.8 745
Young (15-24) 373 420 413 423 38.8 413 40.0 424
Prime-age (25-54) 820 855 829 859 83.5 86.2 84.0 86.2
Older (55-64) 423  59.1 435 624 454  66.0 473  68.0

Note: The source is The 2018 Ageing Report: Economic and Budgetary Projections for the EU
Member States (2016-2070).

Quality of working life: Definition and measurement
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Quality of working life (QWL), as a term, was introduced in the
late 1960s. One of the first definitions of QWL was offered by
Davis (1983), who defined it as "the quality of the relationship
between employees and the total working environment, with
human dimensions added to the usual technical and econom-
ic considerations" (p. 80). However, although several more
definitions of the QWL have been offered since (e.g., Korun-
ka, Hoonakker, & Carayon, 2008; Attewell & Rule, 1984; Kraut,
Dumais, & Koch, 1989), none were universally accepted. So, it
seems justifiable only to use QWL as an "umbrella term" (Sver-
ko & Gali¢, 2014, p. 558) that includes different aspects of the
work environment which are considered beneficial for the
individual such as physical working conditions, type of em-
ployment contracts, size of wages, quality of relations among
employees, autonomy and participation in making decisions.

Following the work of Efraty and Sirgy (1990) and Sverko
and Gali¢ (2014), in this paper we adopted a psychological
perspective of the QWL, by seeing it as a subjective construct
that reflects individuals' work-related experiences related to
their psychological needs. According to this perspective, peo-
ple aspire to satisfy their psychological needs and the extent
to which the environment responds favorably to their needs
determines their affective experiences — they experience more
positive affective experiences when the congruence between
the individual and environment is greater (Efraty & Sirgy,
1990; Naylor, Pritchard, & Ilgen, 1980; Raynor, 1982). This means
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that workers bring a cluster of their psychological needs to
the organization and the extent to which these needs are sat-
isfied through their work experiences determines the level of
experienced QWL (Efraty & Sirgy, 1990).

Sverko and Gali¢ (2014) identified four major dimensions
of QWL from the psychological perspective. These four dimen-
sions correspond to the principal categories of human needs
that are, with some variations, included in most major moti-
vational theories such as Maslow's (1954) Hierarchy of Needs
Theory, Alderfer's (1972) ERG Theory, McClelland's (1985)
Acquired Needs Theory, Deci and Ryan's (1985, 2000) Self-
-Determination Theory or Hackman and Oldham's (1976) Job
Characteristics Theory. According to this QWL model, the first
dimension is economic security. It refers to having a stable in-
come, which is essential for the satisfaction of "basic" human
needs that stem from human physiology and the needs for
physical security. The dimension also includes needs related
to psychological security at work, as reflected in the probabil-
ity that an individual will keep a job oz, if needed, find a new
one. The second dimension, social relations at work, refers to the
amount and the quality of interpersonal relations at work
that are important for an individual's well-being. These needs
comprise the desire to interact, to be connected to a group,
and the experience of caring for others and to be cared for by
others. The third dimension, labelled meaningful work, refers
to the amount in which workers perceive they are making a
worthwhile contribution to their and the organization's work
outcomes. According to Sverko and Gali¢ (2014), meaningful
job follows from work activities that allow creativity and pro-
vide the feelings of usefulness and achievement. And finally,
the fourth dimension, autonomy in work and participation in
making decisions, concerns autonomy as the universal urge of
humans to be "causal agents in their lives" (Sverko & Gali¢,
2014, p. 560). Playing an active role in making decisions was
shown to enhance both intrinsic motivation and well-being
(Deci & Ryan, 2000).

Research has demonstrated that QWL is related to dif-
ferent work behaviors and work outcomes. For example, Ha-
vlovic (1991) found that higher QWL is related to a decrease
in the frequency of absenteeism, minor accidents, grievances
and quits, whereas Efraty and Sirgy (1990) reported that QWL
is positively related to organizational identification, job satis-
faction, job involvement, job effort, job performance, and neg-
atively to personal alienation. Furthermore, Louis (1998) showed
that QWL is strongly positively related to work commitment
and sense of efficacy at the workplace. A significant impact of
the QWL perception on organizational commitment has been
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also recently shown in a study by Huang, Lawler, and Lei
(2007). Finally, studies by Lee, Singhapakdi, and Sirgy (2007)
and Koonmee, Singhapakdji, Virakul, and Lee (2010) revealed
that, in addition to organizational commitment, QWL gener-
ally has a positive relationship with job satisfaction and team
spirit. A clear pattern emerged from this research. On the one
hand, satisfactory QWL leads to different "positive" work out-
comes like increased job satisfaction, enhanced job perfor-
mance and organizational commitment. On the other hand,
low QWL leads to "negative" work behaviors and outcomes
such as increased frequency of absenteeism, accidents or vol-
untary turnover.

Studies on the QWL among Croatian workers are generally
scant, and those that dealt with the subject mostly relied on
samples of convenience (e.g. Sverko & Gali¢, 2009) or con-
cluded about the levels of QWL in Croatia without compar-
ing it to relevant benchmarks (e.g., Gali¢ & Plecas, 2012) such
as QWL among the other EU countries. Recent inclusion of
Croatia in the European Working Conditions Survey (EWCS,
Eurofund, 2012, 2017), where representative samples of Cro-
atian workers participated along with the samples from other
European countries, provided the data that could be used to
draw stronger conclusions about QWL in Croatia. In a recent
paper, Sverko and Gali¢ (2014), using the data from the 5th
ECWS that was conducted in 2010, explored QWL among
Croatian workers and compared it to the other EU countries.
Building on the model of psychological needs employees sat-
isfy at their workplaces that was described earlier, they iden-
tified a set of questions in the EWCS survey that should cap-
ture the four QWL dimensions. After subjecting the items to
a thorough psychometric analysis, the authors compared Cro-
atian participants to the other EU countries. As the standard
of comparison, they used two groups of countries: EU17, which
consisted of 15 well-established market economies from Western
Europe (Austria, Belgium, Denmark, Finland, France, Greece,
Germany, Ireland, Italy, Luxemburg, the Netherlands, Por-
tugal, Spain, Sweden, and the UK) together with two Medi-
terranean island countries (Malta and Cyprus), and EU10,
which comprised of 10 Central and Eastern European (CEE)
transitional countries (Bulgaria, the Czech Republic, Estonia,
Hungary, Latvia, Lithuania, Poland, Romania, Slovakia, and
Slovenia). The results of their analysis showed that Croatia, as
other CEE countries, lagged behind the Western European
countries in QWL, particularly in the economic security di-
mension.
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However, none of the studies focused on the QWL among
older Croatian workers. Considering that data from the 6th
(2015) EWCS became available recently, we aimed to explore
QWL in that demographic group by comparing it to (a) younger
Croatian workers but also (b) to their EU peers. We examined
their QWL using four major dimensions of QWL proposed by
Sverko and Gali¢ (2014), and using the same comparison
groups (i.e., EU17 and EU10). In addition to these four dimen-
sions of QWL, we explored general job satisfaction, as a direct
consequence of QWL, which affects the individual's work mo-
tivation and job performance (Judge & Klinger, 2007). In addi-
tion to the main aim of our study (i.e., QWL among 50+ work-
ers), we also wanted to check how the trends about the QWL
of Croatian workers reported by Sverko and Gali¢ (2014) held
over a five-year period.

Materials and methods

74

Participants

A multi-stage, stratified, random sample of respondents par-
ticipated in the study. In total, 35.765 participants from 27 EU
Member States (N = 23.768 from EU17 and N = 10.985 from
EU10 countries) and Croatia (N = 1.012) participated in the
study. All residents of the countries aged 15 or older (16 or
older in Bulgaria, Spain and the UK) and in employment at
the time of the survey were eligible as participants. People
were considered to be in employment if they had worked for
pay or profit for at least an hour in the week preceding the
participation in the study. Each country was divided into sec-
tions based on region and degree of urbanization. In each sec-
tion, a number of primary sampling units was drawn ran-
domly, in each unit, a random sample of households was drawn
and, finally, in each household an employed person with the
upcoming birthday was chosen as the participant. Male and
female participants were equally represented in the sample.
In this sample 35.8 % of the participants were over 50 years of
age.

Instruments

Quality of Working Life measure. In this study, we built on the
Quality of Working life measure, developed by Sverko and
Galic¢ (2014). It measures four QWL components: economic se-
curity (3 items), social relations at work (3 items), meaning-
fulness at work (2 items) and autonomy in work and partici-
pation in decision-making (5 items). The QWL scales with all
corresponding items and response scales are listed in Table 2.
The measure was similar but not identical to the QWL mea-
sure from Sverko and Gali¢ (2014) since a few items in the 6th
EWCS were slightly changed in comparison to the 5th EWCS.



Economic security

1. Considering all my efforts and achievements in my job, I feel I get paid appropriately.
2. I'might lose my job in the next 6 months.
3. My job offers good prospects for career advancement.

Social relationship at work

1. I generally get on well with my work colleagues.
2. Your manager helps and supports you.

3. Your colleagues help and support you.

Meaningfulness at work

1. Your job gives you the feeling of work well done.
2. You have the feeling of doing useful work.

Autonomy and participation in making decisions

1. You can take a break when you wish.

2. You are involved in improving the work organization or work process of your depart-
ment or organization.

3. You have a say in the choice of your working colleagues.

4. You can influence decisions that are important for your work.

5. You are consulted before objectives are set for your work.

© TABLE 2

The Quality of
Working Lite measure:
Dimensions and items
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Note: For the Economic security and Social relations at work dimen-
sions, the participants' task was to evaluate themselves on a five-point
importance response scale ranging from 1 (strongly disagree) to 5 (strongly
agree), whereas for the Meaningfulness at work and Autonomy in work/
Participation in decision-making, their task is to self-report on a five-
-point likelihood response scale ranging from 1 (never) to 5 (always).

Before conducting our main analyses, we wanted to check
construct validity of our QWL measure on the 6th EWCS da-
taset. In that respect, we conducted two sets of analyses. First,
we conducted confirmatory factor analyses on the total sam-
ple and separately on the subsamples of younger (15-49 years)
and older (50+) participants. The four-factor model with inde-
pendent error terms showed acceptable fit to the data (whole
sample: GFI = 0.97; RMSEA = 0.060; RMSEA 90% CI [0.058,
0.061], younger than 49: GFI = 0.97; RMSEA = 0.054; RMSEA
90% C1[0.053, 0.056]; older than 50: GFI = 0.96; RMSEA = 0.062;
RMSEA 90% CI [0.066, 0.070]). Second, we correlated the scores
on the QWL dimensions with a well-being index that was
also part of the EWCS survey. If our reasoning about impor-
tance of QWL holds and satisfaction of the psychological
needs at work is essential for individuals' life experience, all
QWL dimensions should correlate positively with a well-be-
ing index. Our analyses showed that in total sample as well as
in both age groups, all the QWL dimensions correlated posi-
tively with general well-being. The full list of correlations is
given in Table A in the Appendix.

Cronbach's alphas of the four scales in this study were
very similar to those reported by Sverko and Gali¢ (2014): 0.46
for economic security (0.49 under 50 years; 0.45 over 50 years),
0.67 for social relations at work (0.67 under 50 years; 0.66 over
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50 years), 0.73 for meaningfulness at work (0.74 under 50
years; 0.73 over 50 years), 0.78 for autonomy in work and par-
ticipation in decision-making (0.78 in both age groups).

Job satisfaction measure. Participants' job satisfaction was
measured with only one item "In general, are you very satis-
fied, satisfied, not very satisfied or not at all satisfied with the
working conditions at your main paid job?" and participants
gave their responses on a four-point scale (1 — not at all satis-
fied; 4 — very satisfied).

Earlier research demonstrated acceptable reliability levels
for single item measures of general job satisfaction (cf. Judge
& Klinger, 2007), probably due to the fact that this is a highly
salient attitude in an individual's life and, thus, easy to cap-
ture even with a one-item scale.

The study used the dataset collected within the 6th European
Working Conditions Survey (EWCS).

The data was collected from February until September
2015, through an interview that was conducted in the partic-
ipants' homes. The interviews were based on a carefully pre-
pared and pre-tested questionnaire in the national language
of the participants' country. Interviews were carried out by
experienced interviewers with at least one-year experience in
survey research.

Descriptive statistics for our study variables are given in Table
3. The participants achieved theoretically average values on
economic security and autonomy in work and participation
in decision-making and slightly above theoretically average
scalar values on social relations, meaningfulness at work and
job satisfaction. The correlations among the four components
of QWL are positive and moderate in size (0.27 to 0.41). More-
over, all of them moderately correlated with job satisfaction
(0.32 to 0.48), which we take as additional evidence for the
construct validity of our QWL measure.

With the aim of testing the difference in QWL and job
satisfaction between younger and older workers in the three
groups of countries (EU17, EU10 and Croatia), we performed
a series of 2 (age group) x 3 (county) ANOVAs.1 We used the
age of 50 for delineating older workers because it is the age
after which the chance of age-related disability significantly
increases and it is often used as a cut-off age in research about
older workers (Truxillo et al., 2015), and policy-related docu-
ments (e.g., European Commission, 2016). Descriptive statis-
tics for the age and country subgroups and ANOVA results
are presented in Table 4.



Variable M (SD) 1 2 3 4 5 6 7 8 9

1 Gender! 1.05 (0.50)

2 Age 43.85 (12.56) -0.01

3 Country 12 0.02(0.17) 000  0.00

4 Country 23 0.66 (0.47)  -0.05** -0.02** -0.24**

(
5 Country 3* 0.31 (046)  0.05** 0.02** -0.14** -0.94**

6 QWL: economic security 3.34 (0.91)  -0.06** -0.07** -0.04** 0.06** -0.05**

7 QWL: social relations 408 (0.77)  0.01* -0.06** -0.02** 0.04* -0.03* 0.34**

8 QWL: meaningfulness  4.29 (0.79)  0.02** 0.10** -0.01  0.04**-0.04** 0.27** 0.41**
(
(

9 QWL: autonomy 3.03(1.05) -0.09** 0.08** -0.02** 0.01 0.00 0.40** 0.38** 0.34**

10 Job satisfaction 3.08(0.69) 0.01 -0.01 -0.03** 0.07**-0.06** 048** 0.36** 0.32** 0.32**
O TABLE 3 Note. Imale = 1, female = 2; 21 = Croatia; 0 = EU17 and EU10; 31 = EU17; 0 =
Descriptive statistics Croatia and EU10; 41 = EU17; 0 = Croatia and EU10.

oPd intercorrelations

of variables ANOVA F-ratio

M (SD) Age  Country Age*Country

Combavson between  Economic EUL7 <50 341(092) 6872 7927°% 2383+
group of workers security 504+ 3.33(0.88)
umjer the age of ﬁO EUI0 <50 3.36(0.90)
and group of workers
of 50 and over on four . 50+ 3.12(091)
uality of worklng life Croatia <50 3.23(0.95)
3lm?€n5|ons %n dlog 50+ 297 (0.94)
1 1 F
safisfaction (Study 2) Social  EU17 <50 412(0.75) 1305** 1804** 052
relations 50+ 4.06 (0.77)

EUI0 <50 4.07(0.76)
50+ 4.01(0.82)
Croatia <50 4.03(0.79)
50+ 3.91(0.86)

Meaning- EU17 <50 4.26(0.78) 33.65** 32.97** 249
fulness at 50+ 4.39(0.72)
work EUI0 <50 4.21(0.83)
50+ 4.30 (0.83)
Croatia <50 4.22(0.80)
50+ 4.33(0.79)

Autono- EU17 <50 299(1.04) 0.15 14.65** 30.31%*
my/par- 50+ 3.14 (1.06)
ticipation EU10 <50 3.05(1.03)
50+ 299 (1.06)
Croatia <50 2.94 (1.08)
50+ 2.83(1.13)

Jobsatis- EU17 <50 3.11(0.71) 11.53** 93.83** 17.18**
faction 50+ 3.13 (0.69)
EUI0 <50 3.05(0.64)
50+ 2.99 (0.64)
Croatia <50 3.02(0.74)
50+ 2.89(0.75)

*p < 0.05; **p < 0.01.; <50 — workers under the age of 50; 50+ —

workers aged 50 and over; EU17 = developed economies from West-

ern Europe; EU10 = transitional Central and Eastern European coun-
77 tries; M = mean; SD = standard deviation.
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Important for our research goal, the performed ANOVAs
resulted with statistically significant main age effects on three
QWL dimensions (economic security, social relations and mea-
ningfulness at work) and job satisfaction. Older workers per-

5?,.\@3'5%% ceive their economic security (Myounger = 3.39 vs. Molder = 3.26),

QUALITY OF WORKING...  social relations at work (Myounger = 4.10 vs. Molder = 4.04) and
job satisfaction (Molder = 3.08 vs. Myounger = 3.09) significantly
lower than younger workers. The only QWL dimensions that
older workers see more favorable than younger workers is mean-
ingfulness of their work (Myounger = 4.25 vs. Molder = 4.36).

Considering the main effect of the country, significant
differences were obtained for all four QWL dimensions and
job satisfaction. Post-hoc testing (Tukey's HSD test) revealed
significant differences between Croatian workers and EU17
and/or EU10 workers on three out of four QWL dimensions
and job satisfaction. Croatian workers rate their social rela-
tions at work and job satisfaction significantly lower than the
workers from EU17 countries, whereas they estimate their
economic security and autonomy at work lower than the
workers from both EU17 and EU10 countries.

Significant interactions on two QWL dimensions (eco-
nomic security and autonomy/participation in making deci-
sions) and job satisfaction reveal that differences between older
and younger workers are not equally profound in the three
groups of countries (Figure 1).
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For the economic security component of QWL, the dif-
ference between older and younger workers is much larger in
Croatia than in the EU17 countries. Even more interesting are
the interactions between country and age for autono-
my/participation in making decisions and job satisfaction.
Whereas in EU17 countries older workers rate their autono-
my/participation in work higher and are more satisfied with
their jobs than younger workers, the situation in Croatia is
reversed. In all cases, the trend among EU10 participants is
similar to Croatia, but with less pronounced differences
between younger and older workers.

GENERAL DISCUSSION

79

The main aim of our study was to contribute to the under-
standing of QWL and job satisfaction among older workers in
Croatia. Having in mind current demographic trends, we be-
lieve that this is key for keeping them within the active work-
force and away from voluntarily leaving the labor market
before the full-retirement age. In our paper, we reported the
results from the most recent pan-European study on the qual-
ity of working conditions where we compared QWL among
older and younger workers both within Croatia and across
the EU. Our study offers several contributions to the litera-
ture. First, research on QWL among Croatian workers is gen-
erally scarce, and studies that focus on older workers are non-
existent. Second, most of the studies exploring job attitudes
and work motivation among older workers come from well-de-
veloped market economies such as the US or west European
countries (Ng & Feldman, 2010; 2012). Third, our study offers
a cross-country comparison that is rare in the literature on the
ageing workforce (Truxillo et al., 2015).

Our results showed that, across the EU, 50+ workers rat-
ed their economic security and social relations at work general-
ly lower but job meaningfulness generally higher than younger
workers. The findings related to QWL reflected in the general
job satisfaction, which was generally lower among older par-
ticipants. Croatian 50+ participants had especially low rat-
ings on the QWL dimensions of economic security and au-
tonomy/participation in decision-making. They rated the two
aspects of job quality lower than their peers from both groups
of EU countries did.

Though not in the focus of our research, our study of-
fered us a possibility to see what happened to the differences
in QWL between Croatian and other EU workers reported by
Sverko and Gali¢ (2014). The main finding from that study
was that EU workers coming from transitional countries (in-
cluding Croatia) scored lower than did the workers from West
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European market economies on three out of four dimensions
of the QWL: economic security, meaningfulness at work, and
autonomy/participation in decision-making. At the same time,
QWL ratings between Croatia and EU10 countries mostly did
not differ. The data from the 6th EWCS confirmed the differ-
ence between Croatian and workers from well-developed EU
economies. However, the 6th EWCS indicated that, regarding
QWL, Croatia started to lag behind other transitional coun-
tries in economic security and autonomy/participation in de-
cision-making. It is also interesting to note that favorable rat-
ings of social relations at work, which were a comparative
advantage of the Croatian workplace in Sverko and Galic's
(2014) study, disappeared in the 6th EWCS dataset. We might
speculate that prolonged recession took its toll and were
reflected in the social relations at work.

Seen from the EU perspective, being an older worker in
Croatia might be a double jeopardy when it comes to QWL.
We believe that our findings, at least partially, explain why a
large number of Croatian workers leave the labor market be-
fore full retirement age and why it is unreasonable to expect
them to stay even longer at their workplace, as is it advised in
recommendations that follow from the current demographic
trends (e.g., the International Monetary Fund, 2017). They are
not satisfied with their economic prospects at their jobs and
they do not perceive that they are given enough opportuni-
ties to exercise their autonomy and participate in decisions
important for their work.

The question in order is: what could be done to improve
the situation among Croatian older workers? How could jobs
be better fitted to the needs of older workers? It is difficult to
expect that economic security indicators can easily be changed
considering that this component of the QWL largely reflects
the level of economic development in a country. For example,
Sverko and Gali¢ (2014) reported a large correlation between
the EU-28 countries' score on this component and their GDP
(Pearson r = 0.73). While large rates of economic growth in
Croatia could not be expected in the near future (European
Commission, 2018), we believe that the changes that could
enhance autonomy and participation in decision-making at
the workplace are both desirable and realistic.

Though many interventions for effective age manage-
ment are available (see Poloski Voki¢ & Grgurié, 2011 for an
overview), in this paper we focused on those that stem from
job design literature. The job design literature offers at least
two types of interventions as cost-effective and yet promising
ways for the improvement of autonomy at work: encourage-
ment of job crafting and training of managers to become more
autonomy supportive. First, job crafting refers to the activities
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workers engage in to restructure cognitive or physical bound-
aries of their job tasks or to change their social relations at
work (Wrzesniewski & Dutton, 2001). For example, Dutton,
Debebe, and Wrzesniewski (2001) reported results of a quali-
tative study that analyzed cleaners in one US hospital. The
study showed that, regarding the way they think and feel about
their jobs, cleaners could be divided into two groups. The first
group consisted of cleaners that did only a necessary set of
job tasks and engaged in a minimal number of social interac-
tions at work. The cleaners from this group did not enjoy their
duties, perceived that their job demands only a limited set of
skills and did not show any inclinations towards changing
their work tasks or social relations at work (i.e., job crafting).
The other group of cleaners were "job crafters". They restruc-
tured their work obligations and social relations at work —
they carried out additional work tasks and initiated addition-
al interactions with patients, visitors or other hospital's em-
ployees. The second group enjoyed their work, perceived that
it demands a complex set of skills, and even facilitated job ac-
tivities of other employees in their business unit. Thus, job
crafting refers to "a creative and improvised process that cap-
tures how individuals locally adapt to their jobs in ways that
create and sustain a viable definition of the work they do and
who they are at work" (Wrzesniewski & Dutton, 2001, p. 180).
Earlier research (Tims & Bakker, 2010) showed that through
job crafting employees obtain control over their work and,
therefore, satisfy their autonomy-related needs. In the case of
our study, for example, older workers might be encouraged
by the management to restructure their social relations at work
and develop a mentoring relationship with younger colleagues
of their choice. In addition to satisfaction of autonomy needs,
this intervention would probably satisfy generativity needs
(i.e., needs to leave something to the next generation) that
become salient as people age (Kanfer & Ackerman, 2004) but
also help the transfer of knowledge in an organization.
Second, managers should be trained to be more autono-
my supportive. According to the self-determination theory, cur-
rently one of the most influential work motivation theories
(Kanfer, Frese, & Johnson, 2017), there are several elements
managers should be taught to create an autonomy-support-
ive work climate. First, they should learn to take the employ-
ees' perspective and see the workplace situation from "their
shoes". Second, they should encourage employees to take more
initiative, and, third, they need to learn how to give feedback
that is informational and not controlling or demeaning for
employees (Deci, Olafsen, & Ryan, 2017). For example, Deci,
Connell, and Ryan (1989) report the results of the evaluation
of one such educational program in a Fortune 500 company.
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The intervention was conducted on a sample of 23 managers
who were each in charge of 15 to 18 employees. The man-
agers took part in a three-day offsite intervention where they
were taught to take the employees' perspective, to encourage
initiative among subordinates and to give informational feed-
back. After the education, the change agent observed how each
of the managers implemented newly acquired knowledge with
his/her subordinates, and gave them feedback afterwards.
Evaluation of the intervention revealed the managers became
more autonomy-supportive after the intervention and that
this positive effect reflected on the employees who reported
higher job satisfaction and greater trust in corporate manage-
ment after the education.

Our study has several limitations three of which seem
the most important. First, although the use of data from a
pan-European study is beneficial in terms of sampling (i.e., size
and representativeness of the sample), it leaves the researchers
with measures they have not developed from the beginning
and, thus, with potentially lower than expected psychometric
characteristics. In our study, we used QWL scales with me-
diocre internal consistencies and a one-item measure of job
satisfaction. While we were still able to observe significant and
consistent effects even with these measures, future studies
would profit from better indicators. Second, one could argue
that, though significant, the observed effects are small in size
(n? for main effects ranged up to 0.005 and for interactions up
to 0.002; Bachmann, Luccio, & Salvadori, 2005), and might
result from the circumstances that influenced the responses
during data collection (e.g., economic conditions during 2015)
and not real differences on the labor markets. Considering
that we had available the dataset from the 5th EWCS that was
used by Sverko and Gali¢ (2014), we were able to test if the
age differences and the age by gender interactions observed
in our study already had existed in 2010. With the exception
of the main effect of age in social relations, all other main
effects and country by age interaction were also significant in
the 5th EWCS.2 This points out that the observed differences
are not the result of some temporary circumstances, but of a
long-term unfavorable situation for older workers on the
labor market. Finally, in our study we explored QWL in order
to gain an understanding in the participation rates among
older workers. However, it should be stressed that the rates
are not a necessary outcome of voluntary decisions made by
older workers, but might result from external factors, such as
the consequences that the rapidly changing world of work
has for the employability of older employees, or the fact that
in the competition for a scarce number of job vacancies some
employers might prefer younger to older workers.



CONCLUSION

NOTES

APPENDIX

The need for older workers to stay employed longer is one of
the most pressing consequences of the demographic trends in
the EU. Though employers in Croatia generally seem to have
favorable attitudes about older workers (Ograjensek, Veho-
vec, Domadenik, & Redek, 2008), our research shows that older
workers in Croatia themselves perceive their QWL lower than
younger Croatian workers and their EU peers. The differen-
ces are most pronounced in the case of perceived economic
security and opportunity to exercise autonomy at work. We
believe that this should be changed if we want to expect older
workers to stay in employment until full retirement age and
even work longer in the future.

1 We also explored the role of gender, level of education and employ-
ment sector as additional independent variables. Since the age trends
remained the same, irrespective of these three variables, we present
only age by country two-way ANOVAs.

2 Complete analysis of the 5th EWCS is available from the first au-
thor upon request.

Table A

Evidence for the construct validity of the Quality of working
life (QWL) measure: Correlations of the QWL dimensions with
general well-being

Well-being
Total sample Under 50 50+
Economic security 0.31** 0.30** 0.31**
Social relations 0.32%* 0.33** 0.31%*
Meaningfulness of work 0.33** 0.34** 0.31%%
Autonomy and participation 0.22** 0.20** 0.27*%

Note: Well-being was assessed with five items that asked how the participant generally felt
over the two weeks preceding the survey (e.g. "I have felt cheerful and in good spirits."; res-
ponse scale: 1 = at no time, 6 = all the time, Cronbach's alpha for the scale was 0.88); **p < 0.01.
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Kvaliteta radnoga Zivota zaposlenika
starijih od 50 godina u EU-u: dvostruki
izazov za starije hrvatske radnike
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Jedan od trenutaéno vaznijih problema Europske unije jest
utjecaj starenja stanovnidtva na gospodarstvo, posebno
mirovinske i zdravstvene sustave. U Hrvatskoj je taj problem
jo$ izrazeniji jer dobar dio radne snage napusta trziste rada
prije zakonske dobi umirovlienja. Jedan od moguéih razloga
za prijevremeno umirovljenje mogla bi biti kvaliteta radnoga
Zivota starijih zaposlenika. Cilj je nadeg rada bio istraZiti
kvalitetu radnoga Zivota starijih zaposlenika u Hrvatsko;.
Upotrebom podataka prikuplienih u okviru Seste europske
ankete o radnim uvjetima, koja je provedena 2015. na vige
od 30 000 sudionika, usporedili smo kvalitetu radnoga
Zivota hrvatskih radnika starijih od 50 godina s mladim
radnicima i njihovim vrénjacima iz razvijenih trzinih
ekonomija Zapadne Europe (EU17) i tranzicijskih zemalja
Srednje i Isto¢ne Europe (EU10). Nalazi istraZivanja pokazali
su da stariji radnici u Hrvatskoj smatraju kvalitetu svojega
radnog zivota nizom od mladih hrvatskih radnika i njihovih
vrénjaka iz drugih EU zemalja (posebice ekonomsku
sigurnost i autonomiju u poslu). Vierujemo da su ti nalazi,
barem djelomi¢no, razlog prijevremenog umirovlienja starijih
radnika.

Kljuéne rijeéi: stariji radnici, kvaliteta radnoga Zivota,
kvaliteta posla, zadovoljstvo poslom, Hrvatska, Europska
unija
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