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This paper deals with the study of older workers’ job satisfaction as a
factor that, combined with other personal and job-related factors, can signi-
ficantly influence the decision to postpone retirement when this decision is in
the hands of an individual. Starting from the fact that the employment rate of
older workers in Slovenia in 2011 was the lowest in the EU, the paper aims
to establish the level of older workers’job satisfaction in Slovenia compared
to the EU, analyse its dimensions, its specifics related to age, gender, sector
of economic activities and type of profession, as well as ascertain what de-
termines it the most. A statistical analysis of the results of the Fifth European
Working Conditions Survey of 2010 reveals that Slovenia ranks 15" among
the EU member states in terms of older workers’job satisfaction, thus lagging
behind the EU average. While Slovenian older workers, the same as their Eu-
ropean counterparts, are most satisfied with doing useful work and the least
with their prospects for career advancement, a comparison with other EU
member states shows that they are relatively dissatisfied with working condi-
tions, salary and adequacy of the motivation to give one’s best performance,
and relatively satisfied with doing useful work and with their colleagues. The
analysis also shows that the level of older workers’ job satisfaction in Slove-
nia is determined most by their satisfaction with the adequacy of the motiva-
tion to give one's best performance.
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participation, EU, Slovenia.

INTRODUCTION on, stemming from workforce ageing and
reduction, as well as the pressures on the

Countries have responded to the demo-  pension fund, by increasing the labour par-
graphic challenges of the ageing populati- ticipation rate (Diaz Diaz, 2012). In relati-
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on to social issues, the new Europe 2020
Strategy towards “Smart, inclusive and co-
hesive growth” (Europe 2020 — A strategy
for smart, sustainable and inclusive growth;
European Commission, 2010) emphasizes
the importance of participation through
work as a new value orientation and pro-
motes the concept of active ageing (Barto-
lac et al., 2011). To implement the strategic
goal of 75-percent growth in employment
of the population aged between 20 and 64,
the age group of the elderly will require
considerably higher employment rates than
the current ones, which is particularly true
for Slovenia. Namely, due to its 31.2-per-
cent employment rate of the elderly (55-64
age group) in 2011 Slovenia is ranked at
the very bottom of all member states, thus
lagging considerably behind the EU-27
(47.4 percent), whereas in 11 countries this
share exceeds 50 percent, with Sweden pla-
ced on top of the ranking with up to 72.3
percent. Over the last decade, including
the period of economic crisis since 2008,
the employment rate of the older age gro-
up rose in the EU-27 (from 36.9 percent in
2000 to 47.4 in 2011), whereas in Slovenia
the 1999 pension reform did in fact increase
the relevant employment rate (from 22.7 in
2000 to 33.5 in 2007), but then it has been
decreasing since the onset of the crisis (Ver-
bic, 2007). It is interesting though that du-
ring the period of economic crisis Slovenia
has recorded an upward trend in the em-
ployment rate of older women, whereas that
of older men has declined by no less than
5.8 percentage points as a consequence of
the fact that the economic and financial cri-
sis in Slovenia more seriously affected tho-
se economic activities where male workers
prevail, such as in the construction industry
(Polanec et al., 2013). Additionally, the ra-
tio between economically active and retired
people, which is on the decrease in Slove-
nia, was 1.46 in 2012 (in 2000 it was 1.80).
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Slovenia’s lag can mainly be explained
by the delay in the implementation of the
pension reform or by the ‘generosity’ of
the pension system in force until the end of
2012 which allowed workers in Slovenia
to retire at a lower age on average — even
lower than the statutory retirement age.
The share of people in the age group 50-64
whose labour inactivity is a consequence
of retirement was 64.1 percent in 2010 in
Slovenia, thus considerably exceeding the
EU-27 average of 50.8 percent. Retirement
is the most frequent reason for the labour
inactivity of people aged 50-64 years in
all EU member states, with the excepti-
on of Spain, the Netherlands and Sweden
where the most common reasons are ill-
ness or disability. The prolongation of the
professional careers and promotion of the
longer work life of the elderly should be
accompanied by efficient measures aimed
at eliminating the obstacles to their active
participation in the labour market, promo-
ting the capacity to work and develop em-
ployability. The position of older workers in
the labour market is evolving based on two
theoretical approaches (Znidarsi¢, 2008)
— the perspective of employers and that of
employees. The perspective of the former is
encapsulated in the theory of human capi-
tal, according to which employees are fac-
tors of production and employers strive to
employ people who are sources of compe-
titive advantages. The perspective of older
workers is seen in the theory of individual
choice which analyses the decision-making
processes and the factors influencing the de-
cision of an older worker about retirement
or prolongation of their working life. When
efforts are geared towards postponing the
withdrawal from the labour force to an older
age, the perspective of older workers should
not be overlooked. In this respect, the pa-
per focuses on job satisfaction indicators
in the labour market for older workers in
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Slovenia and the direction to increase the
employment of this part of the population.

The study was further encouraged by the
results of the European Commission’s 2011
survey on active ageing (European Commi-
ssion, 2012) showing that a Slovenian wor-
ker can persist in their current employment
on average up to 58.1 years (the self-em-
ployed the longest, i.e. 60.9 years, and blue-
collar workers the least, i.e. 56.8 years),
which is considerably below the EU-27
average where workers can continue in their
current jobs on average until 61.7 years (the
self-employed the longest, i.e. 64.9 years,
and blue-collar workers the least, i.e. 59.9
years). Only 16 percent of Slovenian wor-
kers would continue working after having
fulfilled their retirement conditions (26 per-
cent of whom are self-employed, 15 percent
are managers, 20 percent are white-collar
workers and 10 percent are blue-collar wor-
kers), whereas up to 33 percent of workers
in the EU consider the possibility of staying
in the labour market after having achieved
the retirement age (46 percent of whom are
self-employed, 37 percent are managers,
29 percent are white-collar workers and 28
percent are blue-collar workers).

The rest of the paper is organized as
follows: the next chapter analyses the the-
oretical and empirical studies on job satis-
faction as a factor of promoting work acti-
vity. Then we present the research question,
methodology and data. The last chapter
provides an overview of the empirical re-
sults. Finally, main findings are presented in
conclusions.

THEORETICAL AND EMPIRICAL
BACKGROUND

So far, in their analyses of the com-
plexity of a decision to continue working
or to retire, the bulk of studies have focused
on factors relevant to the decision-making

on retirement. There is a paucity of studies
investigating the factors which determine a
person’s decision to prolong their working
life. Few organizations have implemented
special strategies to retain older workers
(Schramm, 2006) and this could be acco-
unted for by poor knowledge of appropriate
strategies concerning older workers in ge-
neral. The decision to postpone retirement
is a complex one, just as the decision to
retire is, and is a result of the interaction
of many factors among which studies (Da-
vies & Cartwright, 2011; Shacklock & Bru-
netto, 2011) stress personal factors, namely
income or financial position, health condi-
tion of the person and their family, age and
psychological factors related to work, as
well as a person’s attitude to and expectati-
ons from retirement. While the financial re-
ason is the most common reason quoted by
older workers for extending their working
life, provided they are in good health, the
need for personal fulfilment through work
is the second most frequently cited reason
by other workers (Humphrey et al., 2003).
The desire to extend one’s working life may
be associated with one’s affinity with or de-
dication to work and with the meaning that
one ascribes to their working life, whereby
a person’s attitude to work is formed based
on their general sense of affinity with work
(Davies & Cartwright, 2011), satisfaction
with work and a feeling of belonging to the
organization.

The decision to work or to retire is in-
fluenced by the macro-social environment
(Flynn, 2010, p. 309) which is represented
by the national labour legislation and the
pension system, personal factors, family
influences, negative and positive incentives
offered by employers as well as factors re-
lated to work. The factors of retirement are
divided (Humphrey et al., 2003; Irving et
al., 2005) into those which push individuals
towards withdrawing from the labour mar-
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ket (i.e. push factors) and those that pull
them to abandon work (i.e. pull factors).
These explain, individually or in a mutu-
al interaction, the individual decision of a
person to withdraw from the labour mar-
ket. As a rule, the push factors are negati-
ve and affect the involuntary decision of
an employee to withdraw from the labour
market. The most frequent push factors (Ir-
ving et al., 2005, p. 42), which separately
or combined affect the withdrawal from
the labour market earlier than when a per-
son wants it to happen or than it is normal,
include a poor health condition and the
laying off of redundant employees. Besides
illness and redundancies, the push factors
include decreased motivation for work
(Humprey et al., 2003), negative changes
in the workplace, decreased satisfaction at
work, care for ill and helpless relatives and
retirement at a fixed age. On a macro-soci-
al level, the push factors are those factors
which “limit the availability or attractive-
ness of the job opportunity and thus force
the older workers to retire” (girok, 2011, p.
81). This group also includes the generally
negative attitude of employers to older
workers and age discrimination. The pull
factors represent positive levers that encou-
rage individuals to voluntarily end their la-
bour activity and withdraw from the labour
market. These include (Irving et al., 2005,
p. 47) financial security, age close to the
statutory retirement age, care for home and
family, attitude to leisure time and hobbies.
The most commonly identified pull factor
is financial security which only rarely influ-
ences in isolation. Most often it is related to
other push factors and/or pull factors. The
pull factors pull the older workers towards
retirement. On the macro-social level, these
include attractive possibilities to withdraw
from the labour market, i.e. appealing pen-
sion arrangements and the enabling of new
institutional ways of retirement.

126

Satisfaction at work is not a key deter-
minant of the time when a person actually
retires (Beehr et al., 2000; Marshall, 2001)
since many retire unwillingly and due to
other factors that do not depend on them,
e.g. health, redundancies and layoffs, ca-
ring for other family members and similar.
In the conditions of a free choice between
working and retiring, some authors defi-
ne job satisfaction as one of the key fac-
tors of encouraging the prolongation of a
working career (von Bonsdorft, 2009) and
a factor of the postponement of retirement
(Salvage et al., 2005). A high level of job
satisfaction is associated with a lower pro-
bability of early retirement (McGoldrick &
Cooper, 1990; Eckert & DeViney, 1993),
whereas declining job satisfaction is inclu-
ded among the factors that encourage reti-
rement (Klenke-Hamel & Mathieu, 1990;
Irving et al., 2005). The job satisfaction of
older workers is thus not a negligible factor
when efforts are invested in extending their
working life.

Satisfied employees are more motivated
and perform better (Wright & Hamilton,
1978). Due to the proven influence of job
satisfaction on performance, organizations
measure and monitor their employees’ job
satisfaction and strive to improve it using
different special-purpose questionnaires.
Studies that delved into employees’ job sa-
tisfaction and age show a positive correla-
tion between the two (Wright & Hamilton,
1978; Mitchell et al., 1990). As a rule, older
workers are more satisfied with their jobs
than their younger counterparts, which is
understandable given the fact that job sa-
tisfaction is essentially positively affected
by job content and complexity (Janson &
Martin, 1982), employment security and
salary. In most studies of job satisfacti-
on conducted to date, the authors have
analysed the factors which determine the
level of job satisfaction regardless of age,
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whereas measurements of job satisfaction
most frequently include an assessment of
its six facets (Mitchell et al., 1990), namely
job satisfaction, salary, advancement, su-
pervision, working conditions and colle-
agues. In their study, Groot and Maassen
van den Brink (1999) investigated the job
satisfaction of older workers in the Nether-
lands and established that, in the segment
of older workers, job satisfaction was most
influenced by satisfaction with job content,
whereas satisfaction with colleagues, supe-
riors, volume of work and early-retirement
schemes was not that influential.

RESEARCH QUESTION,
METHODOLOGY AND DATA

The research question the paper
attempts to answer is: What is the job satis-
faction of older workers in Slovenia com-
pared to those in the EU? The main purpo-
se of the study is to analyse older workers’
job satisfaction in the EU and Slovenia,
encompassing an analysis of individual di-
mensions of older workers’ job satisfacti-
on and a calculation of its degree so as to
establish a potential effect of job satisfacti-
on on the decision to postpone retirement.
The purpose of the study was to examine
in the European and the Slovenian sam-
ple whether the level of older workers’ job
satisfaction differs from the level of their
younger counterparts, whether job satisfac-
tion in the group of older workers varies by
gender, sector of activity and type of profe-
ssion, whether it differs between the private
and public sectors and what determines it
the most. The findings can help organizati-
ons formulate appropriate human resource
policies to efficiently manage their ageing
workforce and retain valuable older em-
ployees. They can also be of assistance to
the ruling politicians in decision-making
about obligatory measures for employers

aimed at achieving a higher level of work
activity of the elderly.

Taking into account the findings of pre-
vious studies and the defined purpose of the
research work, the study entails the testing
of the following hypotheses:

- The job satisfaction of older wor-
kers in Slovenia is less than in the
EU-27.

- There are significant differences in
the EU-27 and Slovenia among age
groups of workers in terms of job
satisfaction.

- There are gender-related significant
differences in the EU-27 and Slove-
nia in terms of the job satisfaction of
older workers.

- In the EU-27 and Slovenia the job
satisfaction of older workers in the
service sector is higher than in indu-
strial sector.

- There are significant differences in
the EU-27 and Slovenia related to
the type of profession in terms of the
job satisfaction of older workers.

- In the EU-27 and Slovenia the job
satisfaction of older workers in the
public sector is higher than in the
private sector.

- The strength of the linear correlati-
on differs significantly between the
job satisfaction of older workers and
its dimensions.

The basis for the analysis of older wor-
kers’ job satisfaction in the EU and Slove-
nia included data from the Fifth European
Working Conditions Survey for 2010 carri-
ed out by the European Foundation for the
Improvement of Living and Working Con-
ditions (hereinafter: Eurofound). In the sur-
vey which Eurofound has carried out every
five years since 1990 to provide quality
information about living and working con-
ditions in Europe and to analyse long-term
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trends, almost 44,000 workers from 34 co-
untries were interviewed — EU-27, Albania,
Croatia, Kosovo, Macedonia, Montenegro,
Norway and Turkey, and a multi-stage,
stratified, random sample was used. The
sample is representative for persons aged
15 years and over who are employed and
live in the country in which the survey was
conducted. In each country multistage stra-
tified random sampling was used.

The survey consisted of 13 substantive
sets: working conditions, working time,
work intensity, physical and cognitive fac-
tors, psychosocial factors, health and well-
being, skills, training and prospects for
career advancement, work organization,
social relationships, work-life balance, fi-
nancial security, violence, harassment and
discrimination as well as job satisfaction,
all of which included a different number of
questions.

The substantive set of job satisfaction,
which was supplemented after the entire
survey questionnaire had been reviewed
and the current measuring practice and ava-
ilable data had been taken into account. It
defines job satisfaction based on satisfacti-

Table 1.

on with eight facets of work, namely satis-
faction with recognition of work well done,
doing useful work, working conditions,
salary, colleagues, immediate superiors,
adequacy of the motivation to give one’s
best performance and prospects for career
advancement. The average of the average
of those eight dimensions defines the level
of job satisfaction in a member state, and is
used to calculate the EU-27 average.

The analysis is limited to the EU. The
sample for the analysis consisted of the
surveyed older workers in the 50-64 age
group in the EU. Older workers of the re-
maining seven countries that participated in
the Eurofound Survey are not included in
the analysis.

The structure in the sample is given in
Table 1. For the comparison of the job sa-
tisfaction of older workers with other age
groups of workers, i.e. under 30 and from
30 to 49 years, an expanded sample was
used, including a total of 34,368 subjects
from EU-27, of whom 1,383 were Slove-
nians. Workers older than 64 years were
eliminated from the analysis.

Surveyed older workers (50-64) in the EU-27 and Slovenia by gender, sector of activity and type of profession

Sex Sector of activity Type of occupation
Country
N % N % N %
male 5325 50.0 industry 4708 44.8 HQWCW 2631 24.8
female 5317 50.0 services 5818 552 LQWCW 3976 37.6
EU-27
HQBCW 1665 15.7
LQBCW 2315 21.9
male 174 46.6  industry 197 52.8 HQWCW 88 23.6
female 199 53.4  services 176 47.2  LQWCW 137 36.7
SLOVENIA
HQBCW 79 21.2
LQBCW 69 18.5

Legend: HQWCW - high qualified white-collar workers; LQWCW - low qualified white-collar workers;
HQBCW - high qualified blue-collar workers; LQBCW — low-qualified blue-collar workers.
Source: Eurofound (2010), Fifth European Working Conditions Survey.
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The primary data collected by the sur-
vey were analysed using the application
SPSS Statistics 19. The analysis of the data
structure and test of the normality of the
distribution showed a poor convergence to
a normal distribution. However, according
to the size of the sample, parametric tests
were used to confirm the proposed hypothe-
ses. Parametric tests on large samples are
considered robust in the case of the rejecti-
on of data from a normal distribution.

EMPIRICAL RESULTS

Dimensions of job satisfaction of ol-
der workers in Slovenia and the EU-27

The analysis of the older workers’ job
satisfaction revealed some differences
among the EU member states. The results
are shown in Table 2.

Table 2.
Average dimensions and job satisfaction of older workers (aged 50-64) in the EU-27
JOB

1.D 2.D 3.D 4.D 5.D 6.D 7.D 8.D SATIS-
Country FACTION

a SO a sSD a SD a SD a SD a SD & sSD a SD a sSD
AUSTRIA 441 067 429 083 410 094 3.38 094 376 1.14 3.13 1.39 348 1.06 230 1.26 3.60 0.70
BELGIUM 438 082 443 078 410 088 348 111 383 112 353 124 385 101 266 124 378 057
BULGARIA 444 079 452 076 364 111 278 112 394 115 3.88 120 366 106 239 1.09 366 074
CYPRUS 447 080 459 075 410 1.08 345 1.10 415 103 421 098 405 094 259 132 395 065
czecH 404 087 413 091 371 098 300 096 393 1.00 367 113 325 1.05 245 099 352 058
REPUBLIC ’ ) ) : : ’ i ’ : : ’ i ’ i ’ ’ ’ ’
DENMARK 440 063 460 056 445 078 3.54 143 412 100 391 104 402 086 279 111 398 059
ESTONIA 428 085 456 065 359 1.05 251 106 401 110 373 123 331 116 212 095 351 084
FINLAND 394 083 440 073 402 080 268 116 4.05 104 388 1.09 38 086 251 1.02 367 069
FRANCE 434 083 441 091 379 107 276 111 373 119 348 128 345 114 225 117 353 073
GERMANY 417 0.83 421 087 395 087 328 103 369 124 298 135 351 114 231 1.14 351 065
GREECE 424 099 450 077 322 136 278 114 38 106 3.90 1.12 356 111 250 1.19 357 0.70
HUNGARY 408 103 444 087 346 113 224 108 395 113 385 1.18 350 128 207 1.16 3.44 0.86
IRELAND 439 096 444 091 425 086 3.24 117 423 106 433 105 385 107 287 120 395 059
ITALY 432 082 434 094 375 108 285 100 346 121 317 131 348 1.09 242 112 347 067
LATVIA 418 093 452 080 352 1.06 238 106 405 110 391 115 328 117 216 1.11 3.50 085
LITHUANIA 3.82 108 410 099 352 104 262 094 385 109 366 1.11 300 1.08 232 091 3.36 0.64
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JOB
1.D 2.D 3.D 4.D 5.D 6.D 7.D 8.D SATIS-
Country FACTION
a SD a SD a SD a SD a SD a Sb a SD a SD a SD

LUXEMBOURG 426 083 4.44 091 386 1.07 350 120 367 100 343 121 358 1.18 286 129 3.70 0.50
MALTA 476 048 474 055 394 108 320 105 446 083 448 087 3.71 097 273 116 4.00 0.75
NETHERLANDS 4.49 0.67 4.63 0.60 4.15 0.75 338 1.01 382 119 360 123 374 096 240 093 3.78 0.70
POLAND 433 0.86 4.33 092 378 098 297 108 348 124 335 1.18 353 1.00 264 101 355 0.60
PORTUGAL 453 0.69 455 076 3.75 097 260 095 398 1.01 365 1.16 3.75 095 235 1.10 3.65 0.80
ROMANIA 435 079 446 085 3.74 107 279 1.09 410 1.03 4.08 1.08 342 120 221 106 3.64 0.79
SLOVAKIA 3.99 0.89 4.17 088 359 105 278 1.02 366 1.02 346 1.09 333 101 224 097 340 0.63
SLOVENIA 444 081 455 0.77 338 1.17 265 114 412 093 382 1.18 343 1.18 245 1.07 361 0.78
SPAIN 435 091 443 091 390 094 318 1.04 417 1.07 410 114 356 1.11 237 108 3.76 0.70
SWEDEN 420 0.78 453 070 4.02 093 318 129 398 102 355 114 394 098 253 1.18 3.72 0.63
UK 410 1.04 422 101 425 086 323 120 420 098 396 1.15 3.71 1.07 272 124 380 0.55
EU-27 429 086 442 0.83 3.85 1.04 3.00 1.14 391 112 367 123 360 1.09 245 1.14 365 0.65
Legend:

1. D = Satisfaction with recognition of a job well done

2. D = Satisfaction with usefulness of own work

3. D = Satisfaction with working conditions

4. D = Satisfaction with salary

5. D = Satisfaction with colleagues

6. D = Satisfaction with direct superiors

7. D = Satisfaction with adequacy of motivation for committed work

8. D = Satisfaction with opportunities for promotion

a = arithmetic mean

SD = standard deviation

Source: Eurofound (2010), Fifth European Working Conditions Survey; own calculations.
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A comparison of the calculated levels of older workers’ job satisfaction in the EU mem-
ber states and the EU-27 is shown in Figure 1.

Figure 1.
Levels of job satisfaction in the group of older workers (50-64) by EU member states and the EU-27
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Source: Eurofound (2010), Fifth European Working Conditions Survey; own calculations.
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The analysis shows that the lowest job
satisfaction was reported by older workers
in Lithuania (3.36) and the highest by the-
ir colleagues in Malta (4.00). With a score
of 3.61 Slovenia ranks 15" among the EU
member states, whereby Slovenian older
workers are on average less satisfied than
their European counterparts, thereby con-
firming the first hypothesis of the study.
Namely, the job satisfaction of older wor-
kers in the EU-27 is slightly higher, i.e.
3.65.

A comparison between the levels of ol-
der workers’ job satisfaction and their em-
ployment rates in Table 3 shows that Malta,
which is on top of the list according to the
level of older workers’ job satisfaction, re-
corded the lowest employment rate of older
workers aged 50 to 64 in 2010, namely just
30.2 percent, thus corroborating the fin-
ding that job satisfaction as an individual
element is a poor indicator of the elderly
population’s participation in the labour mar-
ket. With the exception of Denmark, which
follows Malta with the second highest level
of job satisfaction of older workers and the
second highest level of employment of the
elderly in 2010, i.e. 58.4 percent, countries
with the highest employment rates of the
elderly — Sweden (70.5 percent), Germany
(57.7 percent) and the United Kingdom
(57.1 percent) — cannot be found on top
of the list of the countries with the highest
levels of job satisfaction of older workers.
While Sweden and the United Kingdom are
placed relatively high, this does not apply
to Germany with significantly lower level
of older workers’ job satisfaction (3.51)
than the European average, which is why it
ranks in 21% place.
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Table 3.

Employment rates of older workers (50—-64) and
their job satisfaction in the EU member states and
the EU-27 in 2010

Couty  Emomentrate v ot
Sweden 70.5 3.72
Denmark 58.4 3.98
Germany 57.7 3.51
Ern';eddom 57.1 3.80
Cyprus 56.8 3.95
Finland 56.2 3.67
Estonia 53.8 3.51
Netherlands 53.7 3.78
Ireland 50.2 3.95
Portugal 49.2 3.65
Lithuania 48.6 3.36
Latvia 48.2 3.50
Czech R. 46.5 3.52
EU-27 46.3 3.65
Spain 43.6 3.76
Bulgaria 43.5 3.66
Austria 42.4 3.60
Greece 42.3 3.57
Romania 41.1 3.64
Slovakia 40.5 3.40
France 39.8 3.53
Luxembourg 39.6 3.70
Belgium 37.3 3.78
Italy 36.6 3.47
Slovenia 35.0 3.61
Hungary 34.4 3.44
Poland 34.0 3.55
Malta 30.2 4.00

Source: Eurofound (2010), Fifth European Working
Conditions Survey; own calculations.
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The detailed comparison between the
EU-27 and Slovenia in Figure 2 shows that
older workers in Slovenia are more satis-
fied than their counterparts in the EU-27
with the recognition of work well done,
doing useful work, colleagues and imme-
diate superiors (all statistically significant).
While both groups assessed their satisfacti-
on with their prospects for career advance-
ment equally low, the European older wor-
kers are (statistically) more satisfied than
their Slovenian counterparts with working
conditions, salary and adequacy of the mo-
tivation to give one’s best performance. In
both, the facet of satisfaction with doing
useful work was assessed the highest in
absolute terms and the facet of satisfaction

Figure 2.

with prospects for career advancement the
lowest. While older workers in Slovenia
and in the majority of other member states
are most satisfied with doing useful work,
it was found for all member states and the
EU-27 that satisfaction with prospects for
career advancement was a dimension that
older workers assessed the lowest (2.07 to
2.87), which is valuable information. Na-
mely, training and career development in
accordance with one’s abilities, needs and
wishes as well as ensuring interesting work
challenges are important in older workers’
perceptions of organizational support, the
job satisfaction of older workers and the-
ir retention (Armstrong-Strassen & Ursel,
2009).

Level of satisfaction of older workers (50-64) in EU-27 and Slovenia by satisfaction dimensions and in total
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Source: Eurofound (2010), Fifth European Working Conditions Survey; own calculations.
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A comparison with other EU member
states shows that Slovenian older workers
assessed the lowest, in relative terms, their
satisfaction with working conditions (se-
cond last, 26" place), salary (22" place) and
satisfaction with the adequacy of the moti-
vation to give one’s best performance (21
place). The assessed satisfaction with reco-
gnition of work well done (6™ place), doing
useful work (7" place) and colleagues (7%
place) ranks Slovenia at the top one-third
of the list, whereas the assessment of satis-
faction with immediate superiors (13™ pla-
ce) and prospects for career advancement
(13™ place) ranks it in the middle of the list.

The most concerning is the low asse-
ssment of Slovenian older workers’ satis-
faction with working conditions (3.22),
thus strongly lagging behind the highest
ranked Denmark (4.45) and also the EU-27
average (3.85) (the difference is statistically
significant). Only older workers in Greece
are less satisfied with their working condi-
tions. Nearly one-third (32 percent) of Slo-
venian older workers are not satisfied with
their working conditions, out of whom 7.6
percent are very dissatisfied. The share of
those dissatisfied with working conditions
among older workers in the EU-27 is sub-
stantially smaller and accounts for less than
one-fifth (17.7 percent). In the EU-27, ne-
arly one-quarter of workers (23.8 percent)
are very satisfied with their working con-
ditions, whereas in Slovenia the respective
share is only 9.6 percent. While Slovenian
workers (15-64 years of age) assessed their
health condition in the survey only slightly
lower than their European counterparts,
there is a wide gap between the groups in
terms of the assessment of whether they
will be capable of performing their current
job at the age of 60. In Slovenia, those who
believe they will be capable of doing their
job after 60 years of age account for just
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23.5 percent. However, no less than 61.8
percent think they will not be capable of
doing it, while 14.8 percent do not want to
work at that age. In the EU, 55.4 percent of
the surveyed believe they will also be ca-
pable of doing their work at the age of 60,
27.8 percent think they will not be capable
and 16.8 percent have no desire to work at
that age. A comparison of the satisfaction
with working conditions between those
who believe they will be capable of doing
their current work at the age of 60 and those
who think the opposite reveals some stati-
stically significant differences between the
European and Slovenian samples that are
presented in Table 4. Those workers who
assess that they will be capable of doing
their current work at the age of 60 are sub-
stantially more satisfied with their working
conditions on average than those who think
they will not be capable of doing it.

The ageing of the workforce and pro-
longation of professional careers call for
urgent adjustments in the working envi-
ronment through an improvement of wor-
king conditions and creation of higher qu-
ality jobs. Namely, older workers mention
stress, a lack of support from the organi-
zation, physical requirements and an exce-
ssive emphasis on professional qualificati-
ons as the key obstacles to stay on in the
labour market (Fraser et al., 2009). While
health and work are the most important de-
terminants of the capacity to work (Gould
et al., 2008), the most effective method is
to link up the necessary adjustments in the
working environment in terms of the health
and functional abilities of an individual and
their professional competencies, including
the implementation of the age ergonomics,
training of competent persons in the field of
age management and appropriate employee
training.
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Table 4.

Significant differences of satisfaction with working conditions between workers (15-64) capable of doing their
current work at the age of 60 and those incapable, EU-27 and Slovenia

EU-27 SLOVENIA
Standard Test of Standard Test of
Average L . Average . .
deviation significance deviation significance
DIMEN-
SION CAP INCAP CAP INCAP CAP INCAP CAP INCAP
prov.  prov.  prov.  prov. prov.  prov.  prov.  prov.
current current current current t Sig. current current current current t Sig.
work at work at work at work at work at work at work at work at
60 60 60 60 60 60 60 60
Satisfaction
W'th. 4.14 3.55 0.85 1.14 42158 0.000 4.06 3.28 0.85 1.20 12.102 0.000
working
conditions

Source: Eurofound (2010), Fifth European Working Conditions Survey; own calculations.

The assessment of Slovenian older wor-
kers’ satisfaction with working conditions
confirms that employers in Slovenia are
insufficiently aware of the demographic
changes and the challenge of ageing of the
workforce for their future development and
operations. Moreover, a study of strategic
policies and implemented programmes
with which Slovenian companies encou-
rage the retention and employment of the
elderly showed that the bulk of Slovenian
companies have not yet implemented any
age management policies (Znidarsi¢ &
Dimovski, 2010) and that the presence of
comprehensive age management policies is
more an exception than the rule among Eu-
ropean employers (Henkens & Schippers,
2012).

Differences in job satisfaction betwe-
en different age groups

The analysis of age-related job satisfac-
tion in the Slovenian and European sample,
the results of which are presented in Table
5 and Table 6, does not confirm a positive
correlation between them, as was establis-
hed by empirical studies in the past (Wright
& Hamilton, 1978; Mitchell et al., 1990).
It reveals that the level of job satisfaction
in the EU and Slovenia is highest in the
age group below 30 years (3.72 and 3.79,
respectively), followed by the group of
workers aged between 30 and 49 (3.70 and
3.63, respectively), whereas the lowest le-
vel of job satisfaction is expressed by older
workers (3.65 and 3.61, respectively).
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Table 5.

Level of satisfaction of workers in EU-27 by satisfaction dimensions and by age groups

EU-27
DIMENS.ION: Average Standard deviation Test characteristics
Satisfaction

under 30  30-49 50-64 under30  30-49 50-64 F Stat. sig.
with recognition 4, 424 429 0.95 086 086  50.895 0.000
of a job well done
with usefulness 4.18 4.35 4.42 1.00 0.87 0.83  136.415 0.000
of own work
with working 3.89 3.86 3.85 1.02 1.03 1.04 2.524 0.080
conditions
with salary 3.09 3.04 3.00 1.12 1.12 1.14 11.673 0.000
with colleagues 4.06 3.97 3.91 1.01 1.05 1.12 32.508 0.000
with direct 3.76 370 367 118 118 123 7.679 0.000
superiors
with adequacy
of motivation for 3.60 3.61 3.60 1.06 1.06 1.09 0.409 0.664
committed work
with opportunities 5 4 280 245 124 118 1.14 442.8 0.000
for promotion
JOB
SATISFAGTION 3.72 3.70 3.65 0.46 0.54 0.65

Source: Eurofound (2010), Fifth European Working Conditions Survey; own calculations.

Verification of the significance of the
differences with the ANOVA test and a post
hoc analysis using Tukey’s method confirm
that European older workers are more sa-
tisfied than their younger colleagues with
the recognition of work well done and with
doing useful work, and less with salary,
colleagues and prospects of career advan-
cement. Their satisfaction with immediate
superiors is also lower, but only when com-
pared to workers aged up to 30. The esta-
blished lower satisfaction of older workers
with working conditions and adequacy of
motivation to give one’s best performan-
ce is not statistically significant. All three
age groups assess satisfaction with doing
useful work the highest and satisfaction
with prospects of career advancement the
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lowest, whereby the average assessment
of this dimension can lead us to conclude
that the middle-aged and older workers are
dissatisfied with the prospects of a career
advancement in their current job — the ave-
rage assessment is below 3.00.

An analysis of the job satisfaction of
Slovenian workers by age group, the re-
sults of which are presented in Table 6,
shows that younger workers are most sa-
tisfied with the recognition of work well
done, whereas the middle-aged and older
workers are most satisfied with the useful-
ness of the work they do. While the middle-
aged workers are least satisfied with their
salary, the younger and older workers are
least satisfied with their prospects of career
advancement.
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Table 6.
Level of satisfaction of workers in Slovenia by satisfaction dimensions and by age groups
SLOVENIA

DIMENS.ION: Average Standard deviation Test characteristics
Satisfaction

under 30  30-49 50-64 under 30 30-49 50-64 F Stat. sig.
withrecognifionofa 4 33 434 444 082 076 081 2,537 0.079
job well done
with usefulness of 4.31 4.45 455 0.88 0.74 0.77 7.14 0.001
own work
with working 3.71 3.45 3.38 1.10 117 117 6.654 0.001
conditions
with salary 3.07 2.68 2.65 1.20 1.14 1.14 12.864 0.000
with colleagues 4.27 4.08 4.12 0.92 0.94 0.93 4.243 0.015
with direct superiors 413 3.89 3.82 1.05 1.08 1.18 4.83 0.008
with adequacy
of motivation for 3.49 3.43 3.43 1.1 1.09 1.18 0.281 0.755
committed work
with opportunities for 5 0y 559 245 126 142 107 17.286 0.000
promotion
JOB SATISFACTION 3.79 3.63 3.61 0.55 0.69 0.78

Source: Eurofound (2010), Fifth European Working Conditions Survey; own calculations.

The verification of the significance of
the differences with the ANOVA test and
a post hoc analysis using Tukey’s method
show that Slovenian older workers are si-
gnificantly less satisfied with their pros-
pects of advancement compared to the two
younger age groups. Their satisfaction with
working conditions, salary and immediate
superiors is also lower, but only when com-
pared to workers aged up to 30. In a payroll
system which also includes a seniority bo-
nus and thus rewards length of service, the
lower level of satisfaction with salary is so-
mewhat surprising. Additionally, Sloveni-
an older workers are more satisfied with the
usefulness of their work than their younger
colleagues. The established differences in
the assessments of individual dimensions

of older workers compared to middle-aged
ones are not significant, with the exception
of the already confirmed smaller satisfac-
tion with the prospects of career advance-
ment.

Differences in job satisfaction depen-
ding on gender

The results of the analysis of the satis-
faction of older workers by gender, presen-
ted in Table 7, show that in the EU the le-
vel of job satisfaction in the group of older
male workers (3.68) is higher than that of
older female workers (3.62), whereas in
Slovenia it is the opposite — that of women
is slightly higher (3.61) than that of men
(3.60).
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Table 7.
Level of satisfaction of older workers (50-64) in EU-27 and Slovenia by satisfaction dimensions and by
gender
EU-27 SLOVENIA
DIMENSION: Average Standard ch;—reaséte- Average Standard ch;reasct:te-
Satisfaction 9 deviation o 9 deviation -
ristics ristics
M F M F g Sty F M F g Stat
sig. sig.
with recognition of -y 35 457 g4 088 2082 0037 449 440 081 082 1055 0292
a job well done
with usefulness of /4o 445 082 085 0106 0915 461 449 070 082 1511 0.132
own work
with working 3.87 3584 104 104 1.828 0680 348 329 113 121 1536 0.126
conditions
with salary 312 2588 114 114 10278 0.000 264 266 121 107 -0.159 0.873
with colleagues 391 391 111 112 0.114 0909 413 411 098 089 0.147 0.883
with direct 365 369 123 123 -1257 0209 372 391 130 107 -1.335 0.183
superiors
with adequacy
of motivation for ~ 3.62 358 1.08 110 1.806 0.071 340 345 128 1.10 -0.450 0.653
committed work
with opportunities 55 535 416 141 8856 0000 235 254 107 107 -1.629 0.104
for promotion
JOB 368 362 061 069 360 361 081 075
SATISFACTION ' : : : : ' : :

Source: Eurofound (2010), Fifth European Working Conditions Survey; own calculations.

The test of the significance of differen-
ces with the t-test does not confirm any
gender-related differences in older wor-
kers’ job satisfaction in Slovenia, whereas
for the EU it shows the significantly higher
job satisfaction of older male workers com-
pared to their female counterparts, but only
with recognition of work well done, salary
and prospects of advancement.
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Differences in job satisfaction depen-
ding on the sector of activity

The results of the analysis of the job sa-
tisfaction of older workers in terms of sec-
tor of activity are shown in Table 8.
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Table 8.
Level of satisfaction of older workers (50-64) in EU-27 and Slovenia by satisfaction dimensions and by sector
of activity
EU-27 SLOVENIA

DIMENSION: Standard  Test characte- Standard  Test characte-
Satisfaction Average deviation ristics Average deviation ristics

IND SERV IND SERV t Sstigt' IND SERV IND SERV t Sstigt'
with recognition of -~ 55 4 58 g5 086 0671 0502 447 441 085 078 0627 0531
a job well done
with usefulness of 57 4 47 086 080 -5777 0000 455 454 075 079 0.111 0911
own work
with working 376 393 1.08 099 -7.919 0000 327 350 1.16 1.18 -1.808 0.072
conditions
with salary 2.95 3.04 113 1.6 -4.028 0.000 251 281 117 1.08 -2.505 0.013
with colleagues ~ 3.91 392 111 112 -0.317 0751 422 402 089 096 1.949 0.052
with direct 362 371 124 122 -2928 0003 377 3.88 123 114 -0.861 0.390
superiors
with adequacy
of motivation for 358 3.62 1.11 1.08 -1.646 0100 3.39 346 1.19 1.18 -0.555 0.579
committed work
‘f”'th°pp°r.t“”'t'es 235 253 110 147 -7.089 0.000 227 265 102 109 -3.354 0.001
or promotion
JOB 361 369 066 064 356 366 086 0.69
SATISFACTION = : : : : : : :

Source: Eurofound (2010), Fifth European Working Conditions Survey; own calculations.

In the EU and Slovenia the established
level of older workers’ job satisfaction is
expectedly higher in the service sector
(EU-27 = 3.69; SLO = 3.66) than in indu-
stry (EU-27 = 3.61; SLO = 3.56), whereby
the results of the t-test show that in the EU
the higher satisfaction of older workers in
the service sector is statistically significant
for the satisfaction with the usefulness of
one’s own work, working conditions, sa-
lary, immediate superiors and prospects of
career advancement, whereas in Slovenia a
higher level of satisfaction of older workers
in the service sector is significantly more
present only for two dimensions of job sa-
tisfaction, namely satisfaction with salary
and prospects of advancement.

Differences in job satisfaction depen-
ding on the type of profession

As expected, an analysis of the job sa-
tisfaction of older workers depending on
the type of profession shows that in the EU
and Slovenia this level is the highest in the
group of highly qualified white-collar wor-
kers (EU-27 = 3.86; SLO = 3.77), followed
by the group of low-qualified white-collar
workers (EU-27 = 3.67; SLO = 3.61), the
group of highly qualified blue-collar wor-
kers (EU-27 = 3.62; SLO = 3.49) and the
group of low-qualified blue-collar workers
(EU-27 = 3.40; SLO = 3.47) which is the
only occupational group where the level of
older workers’ job satisfaction in Slovenia
exceeds the EU-27 average. The results for
the EU are shown in Table 9.
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Table 9.
Level of satisfaction of older workers (50-64) in EU-27 by satisfaction dimensions and by type of profession
EU-27

DIMENSION: Average Standard deviation Test_ .

Satisfaction characteristics
HQWCW LQWCW HQBCW LQBCW HQWCW LQWCW HQBCW LQBCW F SS::t'

with

recognition ofa  4.36 4.29 4.38 413 0.75 0.86 0.79 0.99 33.968  0.000

job well done

with usefulness 4 5 440 447 424 065 08 078 097 65109 0.000

of own work

with working 4.07 392 366 362 0.92 0.99 112 112 95.372 0.000

conditions

with salary 3.26 3.01 2.86 2.78 1.14 1.14 1.13 111 74.204 ' 0.000

with colleagues ~ 4.05 3.94 3.96 3.68 0.99 1.10 113 124  38.096 | 0.000

with direct 384 373 366 341 113 1.19 124 134 39.793 0.000

superiors

with adequacy

?f motivation 384 360 361 3.34 1.03 1.07 108 1.14 73.064 0.000

or committed

work

with

opportunities 2.86 248 2.34 2.01 117 1.12 1.09 1.01  211.23 | 0.000

for promotion

JOB SATIS-

FACTION 3.86 3.67 3.62 3.40

0.56 0.65 0.72 0.73

Legend:

HQWCW - highly qualified white-collar workers
LQWCW — low qualified white-collar workers
HQBCW - highly qualified blue-collar workers
LQBCW — low qualified blue-collar workers

Source: Eurofound (2010), Fifth European Working Conditions Survey; own calculations.

The group of highly qualified white-co-
llar workers in the EU, compared to other
occupational groups, assessed by as many
as seven dimensions of job satisfaction the
highest, with the exception of satisfaction
with recognition of work well done which
is the highest in the group of highly-quali-
fied blue-collar workers, whereas the group
of low-qualified blue-collar workers has the
lowest scores in all eight dimensions. The
ANOVA test shows that the differences in
the assessments are statistically significant
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for all dimensions in the EU, whereby an
additional post hoc analysis using Tukey’s
method corroborates the significance of
the differences only in the relationships
between individual groups of occupations.
Namely, satisfaction with recognition of
work well done is the highest in the gro-
up of highly qualified white-collar workers
and highly qualified blue-collar workers,
lower in the group of low-qualified white-
collar workers, and the lowest in the group
of low-qualified blue-collar workers. The
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highly qualified white-collar workers are
most satisfied with the usefulness of the
work they do, followed by the highly qua-
lified blue-collar workers, while low-quali-
fied white-collar workers and low-qualified
blue-collar workers assessed this dimensi-
on the lowest. Satisfaction with working
conditions received the lowest assessment
in the group of highly and low-qualified
blue-collar workers, a higher one in the
group of low-qualified white-collar wor-
kers and the highest in the group of highly
qualified white-collar workers. The same
proportion between the groups of occupa-
tions was observed in terms of satisfaction
with the salary. Highly qualified white-co-
llar workers are most satisfied with salary,
followed by low-qualified white-collar
workers, whereas highly and low-qualified
blue-collar workers assessed it the lowest.

Regarding the satisfaction with colleagues,
significant satisfaction with colleagues
was confirmed only in the group of low-
qualified blue-collar workers compared
to other groups of occupations, whereas
satisfaction with immediate superiors and
with adequacy of the motivation to give
one’s best performance was the highest in
the group of highly qualified white-collar
workers and the lowest in the group of low-
qualified blue-collar workers. Low-qualifi-
ed blue-collar workers are also a group of
occupations which is least satisfied with
their prospects of career advancement.
These are assessed the highest by highly
qualified white-collar workers, followed
by low-qualified white-collar workers and
highly-qualified blue-collar workers. For
Slovenia, the analysis shows more diverse
ratios between the professional groups than
for EU. The results are shown in Table 10.

Table 10.
Level of satisfaction of older workers (50-64) in Slovenia by satisfaction dimensions and by type of profession
SLOVENIA

DIMENSION: Average Standard deviation Test

Satisfaction characteristics
HQWCW LQWCW HQBCW LQBCW HQWCW LQWCW HQBCW LQBCW F S;tigt'

with

recognition ofa 443  4.34 454 455 073 0.88 084 075 1295 0276

job well done

with usefulness 4 49 455 448 468 085 068 097 056 1002 0392

of own work

with working 379 335 343 317 100 143 121 130 5655 0.001

conditions

with salary 3.05 2.67 235 236 1.18 1.06 116  1.06 6.804 0.000

with colleagues 4.0 4.20 423 398 087 0.85 098 108 1444 0230

with direct 3.90 3.98 349 366 1.08 1.06 136 135 2474 0.062

superiors

with adequacy

of motivation 3.62 3.32 353 328 147 1.18 145 123 1642 0.178

for committed

work
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SLOVENIA
DIMENSION: Average Standard deviation Test
Satisfaction characteristics
HQWCW LQWCW HQBCW LQBCW HQWCW LQWCW HQBCW LQBCW F Sstizt.
with
opportunities 2.90 2.48 2.16 2.06 1.14 1.05 0.86 0.99 10.044 0.000

for promotion

JOB SATIS-

FACTION 3.77 3.61 3.49 3.47

0.58 0.78 0.91 0.95

Legend:

HQWCW — highly qualified white-collar workers
LQWCW — low qualified white-collar workers
HQBCW - highly qualified blue-collar workers
LQBCW — low qualified blue-collar workers

Source: Eurofound (2010), Fifth European Working Conditions Survey; own calculations.

Slovenian highly qualified white-collar
workers, low-qualified white-collar wor-
kers and low-qualified blue-collar workers
are most satisfied with the usefulness of their
work, highly qualified blue-collar workers
with recognition of work well done, whe-
reas all four groups are least satisfied with
the prospects of career advancement. Whi-
le highly qualified white-collar workers are
most satisfied with their working conditi-
ons, salary, adequacy of motivation to give
one’s best performance and their prospects
of career advancement, low-qualified whi-
te-collar workers are most satisfied with
their immediate superiors, highly qualified
blue-collar workers with their colleagues
and low-qualified blue-collar workers with
recognition of work well done and, what is
extremely interesting, with the usefulness
of their work. The results of the ANOVA
test confirm the statistical significance of
the differences in satisfaction among the
groups of occupations in Slovenia only in
three dimensions, namely satisfaction with
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working conditions, salary and prospects of
career advancement. The post hoc analysis
with Tukey’s method for Slovenia corrobo-
rates the existence of significant differen-
ces in the job satisfaction of older workers
between the groups of occupations, but only
in terms of higher satisfaction of highly qu-
alified white-collar workers with working
conditions and prospects of career advan-
cement compared to other groups of occu-
pations, as well as in terms of their higher
satisfaction with salary compared to highly
and low-qualified blue-collar workers. Mo-
reover, they only confirm that low-qualified
white-collar workers in Slovenia are more
satisfied with their prospects of career ad-
vancement than blue-collar workers.

Differences in job satisfaction betwe-
en the private and public sectors

The differences in the job satisfaction
of older workers in the private and public
sector are shown in Table 11.
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Table 11.

Level of satisfaction of older workers (50-64) in EU-27 and Slovenia in the private and public sectors by
satisfaction dimensions

EU-27 SLOVENIA
DIMENSION: Average Starjdgrd Test <.:h.aracte- Average Star.1de.ard Test (.:hfaracte-
. . deviation ristics deviation ristics

Satisfaction

PRIS PUBS PRIS PUBS t S:i:t' PRIS PUBS PRIS PUBS t Ssti:t'
with recognition of - 5 4 55 086 086 2714 0007 451 444 076 076 0815 0416
a job well done
with usefulness of 35 445 085 080 -5546 0000 453 457 079 074 -0.516 0.608
own work
‘t’i"c':sw‘)rk'”gcond" 384 3890 106 099 -2488 0013 336 340 114 120 -0.317 0.752
with salary 303 293 113 116 3647 (0000 267 261 120 104 0449 0654
with colleagues 387 401 116 103 -5486 0000 414 409 100 082 0465 0.642
‘r’;’c')trhsd"e"t‘“‘“pe' 362 377 125 119 -5011 0.000 382 389 126 121 -0504 0615
with adequacy of
motivation for com- 3.61 361 110 1.06 0059 0953 351 338 115 121 0992 0.322
mitted work
with opportunities 14 554 145 143 -5190 0000 241 250 102 113 -0.731 0.465
for promotion
JOB SATISFAC- 1563 369 065 065 362 361 079 0.78
TION
Legend:

PRIS — private sector
PUBS - public sector

Source: Eurofound (2010), Fifth European Working Conditions Survey; own calculations.

A comparison shows that in the EU the
level of job satisfaction is higher in the pu-
blic sector (3.69) than in the private sector
(3.63), with the results of the t-test indi-
cating that older public servants express
statistically significantly higher satisfacti-
on with doing useful work, working con-
ditions, colleagues, immediate superiors
and prospects of career advancement. The
calculated assessment of satisfaction with
the adequacy of the motivation to give
one’s best performance in the private and
public sectors is not significant, whereas

the t-test confirms the higher satisfaction of
older workers in the EU in the private sec-
tor with the recognition of work well done
and salary. The calculations for Slovenia
show that the level of satisfaction of older
workers employed in the private sector is
minimally higher (3.62) than in the public
sector (3.61), whereby the t-test results
show that the established differences in the
job satisfaction of older public servants and
employees in the private sector in Slove-
nia, by each satisfaction dimension, are not
statistically significant, which means that
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the job satisfaction of older workers in the
private and public sectors in Slovenia is not
statistically significantly different.

The dependence of the level of older
workers’ job satisfaction on individu-
al dimensions of satisfaction

An analysis of the intensity of the de-
pendence of the level of older workers’ job
satisfaction on individual dimensions of
satisfaction, on a sample of 27 EU mem-
ber states, presented in Table 12, shows that
satisfaction with the adequacy of the moti-
vation to give one’s best performance is the
dimension of older workers’ job satisfac-
tion in the EU which determines the total
satisfaction level the most. Additionally, a
regression analysis shows that 66.8 percent
of the total variance of older workers’ job
satisfaction is explained by the variability
of satisfaction with the adequacy of the
motivation to give one’s best performan-
ce (R>= 0.668). The empirical analysis
shows that the satisfaction with working
conditions and satisfaction with prospects
for career advancement are two additional
important factors of older workers" job sa-
tisfaction in EU.

A correlation analysis between the satis-
faction with the adequacy of the motivation
to give one’s best performance and satis-
faction with salary shows their low positi-
ve linear correlation (Pearson’s correlation
coefficient = 0.354), confirming the role of
salary as a hygienic factor or its weak mo-
tivational power as defined by Herzberg’s
Two Factors Theory (Motivation-Hygiene
Theory).
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Table 12.
Correlation between job satisfaction dimensions
and levels in the EU-27

JOB SATISFACTION

Pearson’s

SATISFACTION: Correlation Sig. N
W|_th recognition of 0.625 0.000 27
a job well done
with usefulness of 0,593 0.001 27
own work
with working

" 0.732 0.000 27
conditions
with salary 0.686 0.000 27
with colleagues 0.635 0.000 27
with direct superiors 0.592 0.001 27
with adequacy
of motivation for 0.818 0.000 27
committed work
with opportunities 0.732 0.000 27

for promotion

Source: Eurofound (2010), Fifth European Working
Conditions Survey; own calculations.

Satisfaction with prospects for career
advancement is the worst assessed dimen-
sion of older workers’ job satisfaction in
all member states and the dimension with
which older workers are least satisfied re-
gardless of gender, sector of activity and
type of profession. This is a signal that
older workers are eager to be given more
demanding work challenges and career
acknowledgement also in the last phase of
their employment, even though their chan-
ces of advancement in their current jobs
are slim. Considering the ageing-related
specifics of older workers, the high line-
ar dependence of their job satisfaction on
their working conditions is logical. Only
appropriate working conditions adjusted to
the needs of older workers can facilitate the
prolongation of one’s professional career to
an older age. Adjustments in the working
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environment and adequate motivation,
along with health care and appropriate trai-
ning and education, are key to maintaining
the balance between human resources and
work requirements of older workers.

CONCLUSIONS

To attain the objective of prolonging
the working life and increasing the em-
ployment rate of the elderly, countries have
raised the retirement age and stimulated
older workers’ participation in the labour
market, whereas employers are those who
can — through the development and imple-
mentation of appropriate measures — facili-
tate the prolongation of working life, espe-
cially in the sense of ensuring the protec-
tion of workers’ health and safety, appro-
priate working conditions with necessary
adjustments in the working environment,
adequate organization and organizational
support as well as training and education
of employees. In this respect, the paper in-
vestigates older workers’ job satisfaction as
a factor that, combined with other personal
and job-related factors, can significantly
influence the decision to postpone retire-
ment when this decision is in the hands of
an individual. A statistical analysis of the
results of the Fifth European Working Con-
ditions Survey of 2010 reveals that Slove-
nia ranks 15" among the EU member states
in terms of older workers’ job satisfaction,
thus lagging behind the EU average. While
Slovenian older workers, the same as their
European counterparts, are most satisfied
with doing useful work and least satisfied
with their prospects for career advance-
ment, a comparison with other EU member
states shows that they are relatively dissa-
tisfied with working conditions, salary and
adequacy of motivation to give one’s best
performance and relatively satisfied with
doing useful work, and their colleagues.

The analysis also shows that the level of
older workers’ job satisfaction in Slovenia
is determined most by their satisfaction
with the adequacy of the motivation to give
one’s best performance.

To sum up, according to the presented
empirical results, Slovenian employers
should strive to improve working conditi-
ons and the quality of jobs as well as deve-
lop more suitable types of motivation for
older workers. In general terms, they must
systematically approach age management
at the level of an individual by implemen-
ting age management policies based on the
active ageing strategy aimed at retaining
older workers in the work process and
prolonging their working life. Along with
other systemic solutions (e.g. appropriate
reform of the pension system), this would
tip the scale in terms of encouraging older
workers to extend their working life and re-
tire at an older age.
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SaZetak

ZADOVOLJSTVO STARIJIH RADNIKA KAO CIMBENIK PROMICANJA
SUDJELOVANJA NA TRZISTU RADA U EUROPSKOJ UNIJI:
SLUCAJ SLOVENIJE

Aleksander Aristovnik, Ksenja Jakli¢

Fakultet za upravu, Sveuciliste u Ljubljani
Ljubljana, Slovenija

U radu se analizira zadovoljstvo starijih radnika kao cimbenik koji, zajedno s drugim
osobnim i radnim ¢imbenicima, moze znacajno utjecati na odluku da se odgodi umirov-
ljenje kada takvu odluku donosi pojedinac. Polazeci od cinjenice da je stopa zaposlenosti
starijih radnika u Sloveniji u 2011. godini bila najniza u Europskoj uniji, cilj je ovoga rada
odrediti razinu zadovoljstva starijih radnika poslom u Sloveniji u usporedbi s Europskom
unijom, analizirati njezine dimenzije, specificna obiljezja u svezi s dobi, spolom, sektorom
gospodarske aktivnosti i tipom zanimanja, kao i ustanoviti ¢ime je ta razina ponajvise
uvjetovana. Statisticka analiza rezultata Petog europskog istrazivanja uvjeta rada (the Fif-
th European Working Conditions Survey) iz 2010. godine pokazuje da se Slovenija nalazi
na 15. mjestu medu zemljama clanicama Europske unije u pogledu zadovoljstva poslom
starijih radnika, te stoga zaostaje za prosjekom Europske unije. lako su slovenski stariji
radnici, kao i njihove europske kolege, najzadovoljniji s obavljanjem korisnog rada, a
najmanje zadovoljni s izgledima za napredovanje u karijeri, usporedba s drugim zemljama
Clanicama Europske unije pokazuje da su relativno nezadovoljni s uvjetima rada, placom
i adekvatnoséu motivacije za najbolje moguce obavijanje posla, a relativno su zadovoljni
s obavljanjem korisnog rada i sa svojim kolegama. Analiza ujedno ukazuje i na to da je
razina zadovoljstva starijih radnika poslom najvise uvjetovana njihovim zadovoljstvom s
adekvatnom motivacijom za najbolje mogucée obavijanje posla.

Kljucéne rijeci: stariji radnici, zadovoljstvo poslom, zaposlenost, sudjelovanje na trzi-
Stu rada, EU, Slovenija.
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