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Nacin organizacije rada i sama kvaliteta poslova odreduje ponasanje u organizaciji i
¢ini razliku u Zivotima radnika pojedinaca. Dizajn ili oblikovanje posla — sadrZaj i or-
ganizacija necijih radnih zadataka, aktivnosti, odnosa i odgovornosti (Parker, 2014)
— povezan je izravno ili neizravno, pozitivno ili negativno s raznim osobnim, radnim
i organizacijskim ishodima. On predstavlja koristan alat upravljanja ljudskim poten-
cijalima, koji je u proteklih 100 godina privukao veliku pozornost psihologa, ekono-
mista i sociologa (npr. Oldham i Fried, 2016; Parker, Morgeson i Johns, 2017). Dok
generacije znanstvenika nerijetko traze odgovore na ista kljucna pitanja (npr. sto na-
praviti da ljudi, poslovi i organizacije budu ucinkovitiji), neizvjesnost poslovnog okruzja,
tehnoloski napredak i konkurentski zahtjevi dramaticno mijenjaju nasu radnu sva-
kodnevicu, tocnije: kako, gdje i kada se neki posao obavlja.

Priroda i kontekst posla danas se znatno razlikuju i sloZeniji su nego prije samo neko-
liko godina. Zapreke izmedu privatnoga i poslovnoga Zivota ne samo da nisu uklo-
njene nego se od zaposlenika ocekuje da su stalno na raspolaganju i hiperpovezani sa
svojim poslovima kroz sveprisutnu mobilnu tehnologiju (DUP, 2015). Znanstvena
istraZivanja promjena koje se trenutacno dogadaju u organizacijama uglavnom su
rijetka i nedostatna. Vecina studija dizajna posla provedena je u najrazvijenijim
zemljama (npr. SAD, Ujedinjeno Kraljevstvo i Nizozemska), dok su nacionalni i spe-
cificni radni kontekst ostalih zemalja Cesto nedovoljno istraZeni. Primjerice, posebno
nam nedostaju empirijske spoznaje o tome kako su oblikovani poslovi u javnom sekto-
ru ili poslovi sindikalizirane radne snage, a jos uvijek treba potvrditi u kojoj su mjeri
teorija 1 nacela dizajna posla te pozitivna organizacijska psihologija primjenjivi di-
ljem svijeta.

Slijedom navedenoga, cilj je ovoga tematskog broja steci uvid u poZeljan nacin obliko-
vanja suvremenih (i buducih) poslova za ostvarivanje pozitivnih (pojedinacnih i
organizacijskih) ishoda u manje istraZivanim zemljama EU-a (Hrvatska i Slovenija).
Grupa znanstvenika razlicitih disciplinarnih "pozadina" pokazala je kako strukturne
karakteristike (npr. formalizacija, centralizacija i gustoca socijalne mreZe) i karakteri-
stike posla (npr. zahtjevi i resursi posla, fleksibilni radni angazmani) oblikuju radne
ishode, poput zdravlja zaposlenika, kvalitete radnoga Zivota, internog i eksternog uce-
nja, organizacijskoga gradanskog ponasanja i organizacijske uspjesnosti.

Specificno, Tadi¢ Vujcic¢ provela je longitudinalno istraZivanje u dvije vremenske tocke
i pokazala da medicinske sestre, unatoc velikim radnim zahtjevima, mobilizacijom
osobnih resursa i proaktivnom interakcijom s radnim okruzjem mogu ostvariti vecu
radnu angazZiranost. Mari¢, Hernaus, Tadi¢ Vujcic i Cerne, takoder polazeci od te-
orije zahtjeva i resursa posla te proucavajuci dijade zaposlenika i menadZera, utvrdili
su medijacijsku ulogu radne angaZiranosti u odnosu izmedu obiljeZja posla i organi-
zacijskoga gradanskog ponasanja. Dezmar Krainz, Mikuli¢, Koren i Zavali¢ primi-
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jenili su PLS-SEM metodologiju kako bi pokazali da radni resursi ublaZavaju nega-
tivan odnos izmedu radnih zahtjeva i mentalnoga zdravlja vozaca u javnom gradskom
prijevozu. Gali¢, Parmac Kovacic i Vehovec otkrili su na osnovi velikoga kompa-
rativnog istraZivanja da stariji radnici u Hrovatskoj imaju niZu percepciju kovalitete
radnoga Zivota od mladih radnika, ali i od kolega iz drugih zemalja EU-a. KlindZi¢ i
Marié, primjenom CRANET metodologije, prepoznali su da fleksibilni radni aranZmani
koji primarno koriste zaposlenicima razli¢ito utjecu na financijske i nefinancijske
indikatore organizacijske uspjesnosti od praksi koje su primarno korisne poslodavcima.
Konacno, Sitar, Bogilovi¢ i Pahor posli su od teorije organizacijskih mreZa kako bi
pokazali da zaposlenici uce interno koristeci se nutarnjim neformalnim odnosima za
stjecanje znanja, dok se oslanjaju na vanjske neformalne odnose za Sirenje znanja do-
bivenog izvana (eksterno ucenje).

Perspektive razlicitih disciplina (organizacijska psihologija / organizacijsko ponasanje,
upravljanje ljudskim potencijalima, socijalna psihologija, medicina rada i javna admi-
nistracija) i raznovrsni istraZivacki pristupi u ovom tematskom broju (medijacijska i
moderacijska regresijska analiza, pretest i posttest mjerenja, komparationo istraZivanje,
analiza socijalnih mreza, PLS-SEM) nude korisne teorijske i prakticne spoznaje
proizasle iz analize razlicitih izvora podataka. Podaci prikupljeni na razini pojedinca,
radnoga mjesta ili organizacije pokrivaju i privatni i javni sektor te pruZaju nov po-
gled na sadasnju teoriju dizajna posla, bas kao sto nude i prakticna rjeSenja za pobolj-
Sanje organizacijskoga Zivota. Zakljucci do kojih su dosli autori nadilaze opis trenu-
tacnoga stanja (deskriptioni pristup) i daju prakticne savjete (preskriptivni pristup)
o mogucnostima oblikovanja pozitivnoga i ucinkovitoga radnog okruzja, koje mogu
slijediti kreatori politika, menadZeri i zaposlenici. Konacno, nadamo se da ¢e ovaj te-
matski broj potaknuti znanstvenike na daljnja proucavanja izrazito vaznoga i nikad
dinamicnijega svijeta rada.
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THE THEME

The organizing nature and quality of jobs drive behavior in organizations and make
a difference in the lives of working individuals. Job design — the content and organi-
zation of one’s work tasks, activities, relationships, and responsibilities (Parker, 2014)
— is either directly or indirectly, positively or negatively related to various personal,
work, and organizational outcomes. It represents a useful human resource manage-
ment tool that has drawn much attention from psychologists, economists and sociol-
ogists over the last hundred years (e.g., Oldham & Fried, 2016, Parker, Morgeson, &
Johns, 2017). While questions of inquiry might remain the same across generations
of researchers (i.e. how to make people, jobs and organizations more effective), the un-
certain business environment, technological developments and competitive require-
ments are dramatically changing how, where, and when work is done.

The nature and context of work is now very different, and particularly more complex
than it was only a few years ago. The barriers between work and life have been all but
eliminated, and employees are "always on"; hyper-connected to their jobs through per-
vasive mobile technology (DUP, 2015). The extant research is mostly silent (or not
loud enough) about contemporary changes occurring in the organizational landscape.
In addition, the majority of job design research thus far has been conducted in most
developed countries (e.g., USA, United Kingdom, and Netherlands) while some other
national or specific work settings have been underexplored. For instance, we are par-
ticularly lacking empirical evidence on how jobs are designed within the public sector
or for a cohort of unionized workforce, and there is yet to be determined to what extent
job design theory propositions and positive organizational scholarship postulates are
valid around the Globe.

Therefore, the aim and scope of this Special Issue is to examine how contemporary
(and future) jobs should be designed to provide positive outcomes both for individu-
als and organizations within less-explored EU countries (i.e. Croatia and Slovenia).
A group of scholars with different institutional backgrounds shows how a diverse set
of structural (e.g., formalization, centralization, network density) and job character-
istics (e.g. job demands, job resources, flexible working arrangements) shape different
work outcomes, such as employee health, quality of working life, learning and knowl-
edge, organizational citizenship behavior, and organizational performance.

Specifically, Tadi¢ Vujci¢ conducted a two-wave longitudinal study showing that
nurses, despite having very high job demands, can mobilize their personal resources
and develop high work engagement by proactive interaction with their work environ-
ment. Mari¢, Hernaus, Tadi¢ Vujci¢ and Cerne also built on the job-demands re-
sources theory in their multisource study to illustrate how job design characteristics
are indirectly (via work engagement) related to employees’ organizational citizenship



behavior. Dezmar Krainz, Mikuli¢, Koren and Zavali¢ applied the PLS-SEM me-
thodology to show the buffering effect of job resources on the negative relationship
between job demands and mental health of public transportation drivers. Gali¢, Par-
mac Kovaci¢ and Vehovec revealed through a large-scale comparative research that
older workers in Croatia perceive their quality of working life lower than younger
Croatian workers, as well as than their peers from other EU countries. KlindZzi¢ and
Marié, following the CRANET methodology, recognized that work-life balance arrange-
ments and employer-driven flexible working arrangements have an opposite influence
on both financial and non-financial organizational outcomes. Finally, Sitar, Bogilo-
vi¢ and Pahor capitalized on organizational network theory to show that employees
use informal in-degree centrality for internal learning, whereas informal out-degree
centrality has been used to disseminate knowledge obtained from outside the organi-
zation (i.e. external learning).

Perspectives from different disciplines (organizational psychology/behavior, human
resource management, social psychology, occupational health, and public administra-
tion) and a variety of research approaches taken in this Special Issue (mediation and
moderation regression analyses, pretest/posttest measurement study, comparative research
design, social network analysis, PLS-SEM) offer useful theoretical and practical in-
sights based on different datasets. Individual-, job- and/or organizational-level data
covering both private- and public-sector organizations and employees hopefully shed a
new light on the existing job design theory as well as offer practical solutions for a better
organizational life. Conclusions made by authors seek to move beyond a descriptive
overview of the current state of affairs, and rather strive to offer prescriptive guidance
to policy makers, managers and employees about alternatives that might be followed
for shaping positive and effective work environments. Ultimately, we hope that this
Special Issue will encourage researchers to further explore the highly relevant and
ever-changing world of work.
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