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Apstract

One of the main differences between Europe andedr8tates has been the level of economic and alitiegration,
the latter being characterized with a higher lefahtegration. The “social clause” contained ie fireaty of Lisbon
underlines that social issues, strengthening coninterests and respecting differences must be deresil in order to
produce economic and social development in EU cmant

Job satisfaction is important because of its effect employees' performance and behavior, as wejeaeral health
(Oshagbemi, 1999). Prior studies have shown thatetlis a close connection between job satisfactiod
organizational outcomes (Meyer et al., 1989; Bitrid90; Tett et al., 1993; Locke&Latham, 1990) awisonal
outcomes like workplace turnover and life satistac{Judge et al. 2001; Dickter et al., 1996; Mswri, 1997). Recent
studies in “comparable countries” (former socialistuntries, that have applied for EU membershipgtesthat
hygienic factors are dominantly influencing job mation (Kamdron, 2005).

Recent papers suggest that although a good deahpirical research have been conducted on thegtidfaction in
various business settings (Nikolescu et al.,2009¢ry little empirical research, however, has imgeded cross-
country differences in the level of job satisfantemd motivation in.

In this regard, present paper identifies and examfactors, considerations and aspects from treqgblwhite collar
employees that contribute to their satisfaction mnudivation at the working place in four countriedifferent stages
of their EU membership - Republic of Macedonia, #ias (UNMIK), Bulgaria and Turkey.

The exploration of the subjective concept of jotiséaction would be conducted by implementing thb Diagnostic
Survey developed by Hackman and Oldham (1974) amdrite collar workers in the for profit and non fprofit
sector.

The results of the study are expected to contritatéhe identification of organizational issuesated to job
satisfaction and motivation of workers in for ptand not for profit sector. Moreover, the availdpiof these results
will facilitate future efforts by behavioral sciésttto understand the disparities of effectivenasfob enrichment
methods between countries at different stageseaif ElJ integration and economic development. Initaatd results
from previous studies (Hackman and Oldham, 1974mdtan, 2005) will be used as control group.

Key words: job satisfaction, motivation, job diagtic survey



THE PROBLEM AND MAIN TARGETS OF THE RESEARCH

Job satisfaction highly influences work performagRebbins, Judge 2009). Job design strongly inftesn
job satisfaction. The purpose of this paper isxtangne the influences of the work places as a nigivorce

that leads towards job satisfaction and motivation.

“The old way of managing and looking at work isgting to work anymore” (Conlin, 2006). But, what is

the new way? It can be labeleddesign of work place that creates job satisfacdod motivation.

The aim of this research, which should serve pitoa study (due to its scope) is tadentify key differences
between 3 countries, at different stages of theaEtéssion process: Bulgaria — an EU Member, Macidon

— EU Candidate, Kosovo — Not a EU Candidate yretaddition, we provide comparative analysis vtk
older EU member country, Estonia, which comes feosame group of countries, the South-Eastern Europe
(SEE).

We believe that our pilot study will initiate fughresearch that would explore the impact of Lisbeaty

on diminishing cultural differences among SEE natio

HYPOTHESES

What's the impact of the Lisbon Treaty?

What's the impact of the EU accession process?

Working hypotheses for this pilot study can be miedi as:
“The EU integration diminishes cultural differenclestween European nations making the economidgeof t
EU countries more competitive and public administra more efficient. Lisbon Treaty is one of the
milestones in that journey.
In particular, this pilot study provides basic gnduior comparing the effects of EU integration aore @f the
points on cultural diversity — JCM model of jobistction and Motivational Potential Score. Comgani is
made across countries that are at different stafgascession/membership in the EU. Therefore, pleeific

hypothesis of the study can be formulated &ke“ EU integration (process) influences motivatamd

satisfaction of employees and hence there areréifées in the motivational factors across countdesiing



from a similar pre-accession culture and econonutitigal system, which are now however at different

accession/membership.”

Recent studies in “comparable countries” (formeaniacst countries, that have applied for EU membigrs
state that hygienic factors are dominantly influegcjob motivation (Kamdron, 2005). The higher the
educational level, the more evaluated are the factonnected with job contents. Similar resultsehalso
been identified for the Republic of Macedonia (Rizj@v and Krliu, 2006).

METHODS

Our analysis is methodologically based on the pabiJob Diagnostic Survey (JDS) of Hackman and
Oldham (1974). The JDS is a widely accepted todl method used to conduct comparative assessments in
each of the relevant sectors that are foreseenisrstudy. The results of the original work of tHackman

and Oldham along with the results from the Kamdsarvey are used in our paper as control grops.

of the three approaches stated by Kamdron, we fogused on th@eeed — strenght

We perform cross-country and cross-section analygis the JDS. The former dimension is captured by
investigating job satisfaction in three countri@silgaria, Kosovo and Macedonia, whereas the lditer
including business sector, public administration @on-governmental organizations (NGOs). We believe
that there are differences in both dimensions efdtudy, i.e. by countries and by sectors. Forathedysis
we use convenience sampling as a non-probabilitgpBag techniques. A relatively small convenient
sample is used in the study by using elementsatfeahot pres-specified or without any known pos$isyof
being selected. Although there is an ongoing disicun on the possibility to evaluate the “goodnesghe
sample in terms of its representativeness of tipailation and the quality of results, still manyaaschers
argue that convenience sampling can be treateticagyh it were a probability sample (Anderseind.,
2009). Since this is one of the first studies tbgplored the issue of job satisfaction and motoratin
Bulgaria, Macedonia and Kosovo, we do not seekdkennference for the whole population, but to ptev
an inititial insight into the situation.

The JDS can be used to measure the level of jodfasztton and motivation among employees in alnadist

sectors. The results of the JDS can be used tondet whether the level of enrichment of the wosk i

sufficient for ensuring the desired level of sattdfon and motivation of the worker.



The study in Bulgaria is carried out only among thsiness sector employees. This decision was made
based on the fact that from all three countries platicipated in the study, Bulgaria is the only Elember
State. The assumption of the paper is that thigulesrganization and the ‘evolutionary stage’lod public
administration in an EU member state, compared witandidate member country as Macedonia and an
newly founded aspiring member state as Kosovo, evpubduce diverging results in favor of Bulgarian¢e

the comparison is among three diverging PA stresfurThis is supported by studies that have been
undertaken in the last 20 years in the field ofliguddministration. Each one of them is examiniogrries

with similar structures and objectives of publicnadistration. In example, the quantitative Common
Assessment Framework (CAF) designed for benchmgu&aministrative performance in the context of EU
and related to the Lisbon Competitiveness AgentietSand Thijis, 2006).

The analysis of the NGOs was motivated by its noldeveloping countries as a form of global respoias
‘negative social scenarios’ (Glatzer, 2002). Thester emerges as a response to short term or &ng t
social deviations and acts to bring back societytie state of general welfare. The situation that
characterized Macedonia and especially Kosovo,riahted the structure and specialty of the NGOs that
were established in these two countries (mainly$ed on peace sustainability, stimulating intetwal
dialogue, health education etc.). Therefore theparison of the NGO sector in this research is nuadg

between Kosovo and Macedonia in order to generatgarable results.

Descriptive analysis

The total sample size that is included in this gtigd 54. The sample distribution was among theethre
countries in which the study was carried out: Briya14.84%), Kosovo (48.15%) and Macedonia
(37.01%). As Table 1 shows, among the participamtghe study, females were dominant in Macedonia

(65.38%) and Bulgaria (100%). In contrast the pgréints in Kosovo were dominantly male (65%).

The total sample contained more participants betang the age group 30-39 and less in 50-59 ye#rs
age. Macedonian participants were the ‘youngesiver 90 per cent of the participants in the studyewn

aged 20-39 years, while Kosovo had the highest enmbparticipants aged 40-49 years.

PROCEDURES —We have distributed and collected completed quesséives. There wasn’t any coaching
on the questionnaire and how should it be complé&ftkd authors or persons related to them were euagag

this process.



Male 9 34.62| 13| 65.00
Female 100| 17 65.38 7| 35.00
AGE

<20

20-29 25| 11 42.31 5/ 25.00
30-39 625 13 50.00 6| 30.00
40-49 12.5 1 3.85 8| 40.00
50-59 1 3.85 1 5.00
60<

EDUCATION

grade school

some high school

high school degree 3 11.54| 11| 55.00
some business college or technical school experienc 12.5 1 3.85

some college experience (other than business lonitsd school) 12.5

business college to technical school degree

College degree 12.5

some graduate work 25 7 26.92 7| 35.00
Master of higher degree 375 15 61.54 2| 10.00
SECTOR

Business 100 18 69.23| 10| 50.00
Public Administration 4 15.38 5| 25.00
NGO 4 15.38 5| 25.00

The study was carried out among randomly choserdogmgs in three main sectors: public administration
business and non-governmental sector. In Bulghdastudy was carried out only among the businegsrse
employees. However the business sector was domimémdcedonia (69.23%) and Kosovo (50%). In terms

of education, the majority of participants had @msity education (Bulgaria 25%; Macedonia 61.54% an

Kosovo 35%) or master degree or higher (Bulgari&%/ Macedonia 61.54% and Kosovo 10%).

JOB DIAGNOSIC SURVEY RESULTS

The results from the study (per sector and per ttguare presented in Table 1 below and providendial

picture about the differences in job motivation guia satisfaction in all three countries in whitle tstudy as

implemented.




Table 1. Results from the JDS survey among businessctor, NGOs and public
administration employees in Kosovo, Macedonia andBgaria

Job qualities Kosovo | Kosovo | Kosovo| gygaria| Mac | Mac Mac
BS PA NGO BS PA NGO
Skill variety 4.37 4.33 4.33 5.58 5.75 | 5.67 5.33
(2.10) | (2.11) | (0.72) | (1.48) | (0.99)| (1.78)| (1.29)
Task identity 4.6 4,13 3.27 5.08 492 | 5.83 4.67
(1.16) | (1.06) | (0.96) | (1.64) | (2.57)| (1.34)| (1.61)
Task significance 4.17 4.6 34 5.31 4.06 | 4.58 4.08
(1.13) | (2.03) | (1.03) | (1.53) | (0.83)| (2.23)| (1.17)
Autonomy 4.2 3.4 3.33 5.28 555 | 542 4.33
(2.71) | (1.40) | (1.11) | (1.36) | (0.92)| (1.24)| (1.63)
Feedback from the 5.2 5.6 5.27 5.33 5.23 | 4.42 5.53
job itself (2.24) | (0.74) | (0.46) | (1.50) | (2.41)| (2.27)| (1.21)
Feedback from 5.1 4.87 4.67 5.83 463 | 5.83 5.39
agents (0.96) | (0.64) | (0.98) | (1.02) | (2.65)| (1.64)| (1.03)
Dealing with others 4.9 5.07 4,53 5.81 6.19 | 5.58 5.25
(2.95) | (0.79) (1.8) (1.28) | (1.14)| (1.62)| (1.36)
Experienced 6.03 5.75 5.55 5.78 5.71 | 4.88 6.13
meaningfulness (0.70) | (0.85) | (0.89) | (1.24) | (1.22)| (2.31)| (0.83)
Experienced 55 4.83 4.97 5.31 5.29 | 5.54 5.68
responsibility (2.09) | (1.59) | (1.10) | (1.54) | (1.91))| (2.97| (@.77)
Knowledge of 4.25 5.15 4.85 5.5 5.63 | 4.81 5.13
results (2.81) | (1.53) | (1.39) | (1.45) | (2.22)| (1.76)| (1.88)
General satisfaction| 4.76 5.4 4.84 5.5 466 | 4.55 5.7
(1.13) | (0.50) | (0.90) | (1.43) | (135) | (2.09)| (1.67)
Internal work 5.1 5.67 4.97 5.35 547 | 492 5.65
motivation (0.68) | (1.12) | (1.03) | (1.95) | (2.30)| (1.98)| (1.15)
“Pay” satisfaction 5.6 5.5 55 4.42 474 | 2.75 5.13
(0.50) | (0.53) | (0.53) | (1.50) | (2.70)| (0.89)| (1.46)
“Security” 5.3 5 5.1 5.21 5.08 | 45 5
satisfaction (0.66) | (1.05) | (0.99) | (1.12) | (2.28)| (2.77)| (1.20)
“Social” satisfaction |  6.47 5.6 5.13 5.81 5.6 55 6.08
(0.76) | (0.51) | (0.83) | (1.24) | (2.35)| (1.57)| (0.79)
“Supervisory” 5.33 5 5.27 5.44 486 | 3.17 4.58
satisfaction (0.48) | (0.00) | (0.59) | (1.42) | (1.62)| (1.29)| (1.68)
“Growth” 5.6 4,75 4.65 5.33 5.41 | 4.63 5.63
satisfaction (0.92) | (0.44) | (0.81) | (1.27) | (2.43)| (2.09)| (1.02)
Desirable aspect at 5.73 55 5.7 5.63 585 | 6.42 6.21
work (0.52) | (0.63) | (0.60) | (1.51) | (2.36)| (0.65)| (0.93)
Job choice 3.6 3.13 3.64 4.71 4.09 | 4.46 3.33
(2.39) | (1.35) | (1.34) | (1.67) | (1.44)| (1.43)| (1.52)
MPS 95.6 82.9 64.35 149.8 | 142.5| 128.4 112.4

Standard deviation for each variable are showrrachets




I. IJDS results — Business and public administratiosector in Kosovo, Bulgaria and Macedonia

The discussion of the results of the JDS amongnkssi sector and public administration employees in
Kosovo, Macedonia and Bulgaria (Table 1) is orgadiimto five main sections which related to main
division provided by Hackman and Oldham (1987). presentation of the results in such a format ezl
more straightforward comparison and examinatiothefcharacteristics of jobs and employees reactons

business sector and public administration jobs etwMacedonia, Kosovo and Bulgaria.
I. Job Diagnostic

1. The Skill Variety dimension measured the (1)rdego which a job requires variety of differentiaties
required carrying out the work, and (2) does the ijovolve the use of different skills and talenfstloe
employee. The results from the survey indicate fjodls in the business sector in Macedonia are
characterized with the highest score on 'skill @ayifollowed by business sector employees in Brdégand
Kosovo (Graph 1). However a closer look at the ltesshows that the scores on this job dimension are
similar among the employed in the business sedtorslacedonia and Bulgaria, in comparison to the

employees in Kosovo.

Interestingly, the public administration employée#&osovo and Macedonia indicate the same levakof

variety of jobs as those among the employees ibtiseness sector in the respective countries (G2aph

Graph 1 - Skill variety in business sector jobs . o . . .
Graph 2 - Skill variety in public administration

jobs

Kosovo Bulgaria Macedonia Kosovo Macedonia



2. The second of the seven job dimensions is gleitentity. This dimension measures the degreehioh

the job requires completion of a 'whole’ and id&able piece of work.The findings from the business
sector suggest Bulgarian employees experience itjfleest degree of task identity (5.08), followed by
Macedonia (4.92) and Kosovo (4.6). The results esgghat there are smaller differences between
Macedonia and Kosovo business sector employeesgdards to this job dimension. In contrast, the
difference is higher among public administrationpéogees. The JDS results show that the employetgein
public administration in Macedonia have the high&stres compared to the employees across the two
relevant sectors, in characterizing their job &f@n the beginning to the end” process that resulith a

visible outcome.

Graph 3 - Task identity in business sector jobs Graph 4 - Task identity in public administration
jobs
7 7
6 6
. » 30 4.92 5
4 449
3 31
2 21

Kosovo Bulgaria Macedonia Kosowvo Macedonia

3. Interestingly, the employees from Kosovo and &dmmia, both from the public administration and
business sector, have very similar rating regardimgtask significance of their jobs. In other wottis
dimension indicates the degree to which the jobahsisbstantial impact on the lives or work of otheople

— whether in the immediate organization or in tkéemal environment. In the business sector, Bidgar
employees rate their jobs with a higher level sktsignificance compared to the Kosovo and Maceddni
general, Macedonian employees show a slightly mightte of task significance of their jobs compa®@the
employees from Kosovo. In terms of cross-sectorpanmon, the public administration employees irhbot
Kosovo and Macedonia show a higher level ratinguréigg the task significance of their jobs compated

the employees from the business sector in eadiesétcountries.



Graph 5 - Task significance in business sector Graph 6 - Task significance in public

jobs administration jobs
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4. The public administration employee experienbeddwest degree of autonomy on the job in gen&hak
is especially evident to the employees in the pusadiministration in Kosovo, who'’s score 3.4 suggésat
they tend towards a negative rating regarding tistaintial freedom, independence, discretion irdglng
work and in determining procedures for realizataintasks. In contrast, the public and businessosect
employees in Macedonia have the ‘highest levelubdrdomy’ on their jobs, slightly higher comparedtite

business sector employees in Bulgaria.

Graph 7 - Job autnomy in business sector jobs Graph 8 - Job autnomy in public administration

jobs
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5. Employees in Macedonia, Kosovo and Bulgaria ige\a similar rating for the feedback they get from
their job. This means that the employees in thessetcountries receive clear and direct informatibout
the effectiveness of their individual performaneewever, when comparing sectors across counttiesni
be noted that the public administration employeesnfMacedonia receive the lowest levels of feedback

from their job.



Graph 9 - Feedback from the job itself in business Graph 10 - Feedback from the job itself in

sector jobs public administration jobs
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Another way that the employee assesses his/hesrpehce on the job is trough the feedback that gy
from their supervisors and co-workers. The reduits) the survey show that the highest degree aflfaek

is reported by employees in the public administrain Macedonia (5.83) and employees from the l@ssin
sector in Bulgaria (5.83). Contrary to expectatjotitee Macedonian business sector employees report
receiving a lower level of feedback from their stypgors and co-workers, compared to the employedsea
public administration in Macedonia which is probhaldue to the performance-related pay system
implemented among civil servants in Macedonia. Heweresults from Kosovo show the opposite — the

business sector employees have higher feedbadk I those employed in the public administration

The jobs in the business sector in Macedonia a@ eharacterized with a high degree of interactiith
other people, both internal and external to theaoization. On the other hand, the same sector ijpbs
Kosovo are characterized with the lowest degreeegtiirement from the employee to work closely with
other people in fulfilling the expected tasks. Jdie in the Bulgarian business sector, althoughslygower

compared to the Macedonian, have a similar dedgreeaperation with co-workers and clients.

. Critical Psychological States

The following discussion of the results intendgitee insight into each of the three psychologic¢ates that
mediate between the core job dimension and theomds of the work. These are the (1) Experienced
meaningfulness of the work; (2) Experienced resiaitg for work and (3) Knowledge of results. Theyll

be discussed in this order.



Graph 11 - Experienced meaningfulness of the Graph 12 - Experienced meaningfulness of the
work in business sector jobs work in public administration jobs
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As it can be seen on Graph 11, the business segtployees in Kosovo have the most positive expegien
of their jobs as meaningful, valuable and wortheththough the difference with the other two cowstris
quite small. The cross-country comparison of emgésy in the public administration, suggests that
Macedonian employees have a significantly lowerrelegf experiencing meaningfulness of their work
(4.88), compared to Kosovo (5.75). As results prese in Graph 12 suggest, although the degree of
meaningfulness of work is low among public admnaitbn employees in Macedonia, the degree to which
these employees feel personally accountable apdmeible for the work they do, is much higher coregda

to PA employees in Kosovo. This suggests that xipermence of responsibility among PA employeesathb
countries does not depend on the personal exper@nihe meaningfulness of the job. However the ¢as
opposite in the business sector, where we can sekaa link between the degrees of experienced

responsibility and experienced meaningfulness aneomgjoyees.

Graph 13 - Experienced responsibility in business Graph 14 - Experienced responsibility in
sector jobs public administration jobs
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The business sector employees in Macedonia havhighest degree of knowledge and understanding on
continuous basis regarding the effectiveness af fbb. The cross country and cross sector comparis
suggests the business sector employees from Kodovwt have clear and continues information on the
results of the job that they are performing. Itreseémportant to note here that these are the saméogees
that experienced the highest degree of meaningfalaad responsibility of their work. Although hayithe
highest degree of experiencing job responsibilitye employees from the public administration in
Macedonia report one of the lowest degrees of poatis and understandable knowledge of results about
their job effectiveness. This may be attributed ca® of the reasons why these employees may not
experience their jobs as meaningful and valuablgtteer sectors. This is also supported by reshitsdome
from the public administration employees in Kosevithe high degree of experiencing job meaningfidnes
id positive associated with the degree of knowledbeesults, and both are negative associated thih
experience of the responsibility for work. The fesumay suggest an interesting understanding of the
employees in the public administration in these twointries —the level of characterizing their wark
meaningful, valuable and worthwhile depends on deegqy and clarity of information about their

effectiveness and performance on the job.

Graph 15 - Knowledge of results in business Graph 14 - Knowledge of results in public
sector jobs administration jobs
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. Affective reactions to the job

The next section discusses the affective reactiortee jobs which in theory are also known as ‘peas
outcomes’ obtained from doing a job. These araritasures of personal, affective reactions of fgslthat

a person obtains from doing a job.



The results from the study suggest that in thertmss sector, a Bulgaria employee has the highest st
general satisfaction. In other words this meanstti@ Bulgarian business sector employees are erage
happier and more satisfied with their job compai@dame sector employees in Macedonia and Kosovo,
who show similar level of general job satisfactidime public sector employee in Kosovo shows a highe
level of satisfaction with their job in comparistmMacedonian public administration employeess Nery
interesting to note that the cross sector and comasitry analysis of data suggests that the public
administration employees in Kosovo have a verylaimmigh score of general job satisfaction as th&ress
sector from Kosovo. Furthermore, contrary to the@egal expectations the public and business sector
employees in Macedonia have a similar level of ganeb satisfaction (although this is slightly hey for

the business sector).

The internal work motivation measure the degreenvtoch an employee is self motivated to perform
effectively on the job. Graph 15 shows that Maceaoremployees in the business sector have the stighe
level of internal work motivation, followed by Buidga and Kosovo. In other words Macedonian emplsyee

have highest possibility of feeling good after et work execution.

In accordance to the results from the cross sectdrcross country analysis of data suggests thgbublic
administration employees in Kosovo have the higegtee of self motivation to perform effectively the

job.

Chart 15-Comparison of affective reactions to the job among business
sector employees
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Chart 16 - Comparison of affective reactions to the job among public
administration employees
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The specific satisfaction indicators provide sefganaeasures of job satisfaction on the followingles: pay

satisfaction, security satisfaction, social satista, supervisory satisfaction and growth satisfac The

results in this category show:

the satisfaction with pay and other compensatighashighest among civil servants in Kosovo (5.50)

and the lowest among the same category of emplogedacedonia (2.75);

The business sector employees in Kosovo are vésfied with the social attributes of their job.i.e
peers and co-workers (6.47).The cross sector arss$ country analysis shows that both public

administration and business sector employees hhighadegree of social satisfaction;

Macedonian public administration (4.86) and bussreector employees (3.17) show the lowest
levels of ‘supervisory’ satisfaction compared te tither countries in the study. The business sector
employees are not satisfied with the supervisiotheir job ;

The business sector employees across the thre&riesumve higher opportunities for personal
growth and development on the job (‘growth’ satiifan) compared to public administration
employees. In other words these employees are withirgg to improve and translate the acquired

knowledge into practice compared to those workmthe public administration;

All employees expressed similar levels of job s#gall above 5), with exception to the lower

levels of job security experienced by the Macedwompiablic administration (4.50).

IV. Individual growth needs strength



Data from the individual growth, need, strengthtisecalso show that people prefer enriched worlsifed
aspects of work is higher compared to the job &)joiPreferable is work where one can find innovatio

more communication, a lot of training possibilitiesuch independence, and free time.

The job choice results indicated that businessethployees in all three countries have a higlegree of

internal work motivation and growth satisfactionmgmared to the public administration.

V. Motivating potential score (MPS)

The motivating potential score (MPS) among busireesgor employees is the highest in Bulgaria (150)
followed by Macedonia (142) and Kosovo (96). HoweWlee MPS among the public administration
employees is generally lower compared to the bgsisector. In Macedonian it is 128 while Kosovo &as

very low MPS among its public administration (82.9)

Il. IDS results — NGO sector in Kosovo and Macedoai

The results from the JDS among the employees iIlNB® sector are presented in Table 1. The findings
from the research | this sector suggest that thelamees in the NGO sector in Macedonia experieheg t
jobs in a more positive way compared to the emmsyieom Kosovo. The motivating potential score for

Macedonia is almost twice as high as the one faoKo.

I. Job Dimensions

The results show that Macedonian NGO sector jolbscharacterized with a higher degree of different
activities and involvement of a variety of skillscatalents that are needed in order to complet@theNGO
sector employees from Kosovo do not experience fbbs as a “beginning to an end” process thatehas
visible outcome. It is interesting to note the mwbents from Kosovo identify their jobs as not ingvan
impact on lives and work of other people. Thisastcary to common expectations since the core rattix

and objective of the NGO sector is to make a pasitifference in the immediate and extended sudingn
However NGO activists from both countries coulduaikze and understand the results from the job they
were doing. In accordance to what may be expe®t&f) activists from Kosovo and Macedonia indicated
that their jobs required them to work closely wither people (this score is higher for Macedoit)s |
important to lay out an assumption at this staglee-high scores for Macedonian NGO activists can be
attributed to the mission of their NGO.



The NGO that were engaged in the research worlasklgl on day-to-day basis with vulnerable group$ an
the NGOs have been functioning for more than fiearg. This may explain the attributed the dynamics,

variety and increased contacts of the NGO sectbtaoedonia that took part in this research.

. Critical psychological states

This part of the JDS is especially important inyadong an insight to the NGO sector since it meastuhe
psychological impact that the job has on the eng®#oyAs the results show, NGO activists from both
countries have higher scores in this section, wisoexpected for employees coming from this sectbe
highest score is observed in terms of degree talwkiie employee feels that his/her job is generally
meaningful, valuable and worthwhile. Although tlweres are higher for Macedonia, NGO activists ithbo
countries feel accountable and responsible forwbek they do, as well as they continuously know an
understand the how effectively they are performing.

I1l. Affective reactions

One particularly interesting area of the JDS wh€osovo demonstrates higher results is concernieg th

private, affective reactions that the employee fets working on the job.

The results from the study suggest that in the Ni8Qor, Macedonian employees have the highest gtore
general satisfactionin other words this means that the Macedonianl@yeps in the NGO sector are on
average happier and more satisfied with their jomgared to same sector employees in Kosovo. The
internal work motivatiormeasures the degree to which an employee is sé¢ivated to perform effectively

on the job. Macedonian employees in the NGO sdw@wee higher level of internal work motivation. Ither

words these employees have highest possibilitgelirig good after resultant work execution.

Kosovo NGO sector shows higher results in termsaifsfaction with supervision and security, while

Macedonian NGO sector is more satisfied with pagiad and growth aspects of their work.

IV. Individual Growth need strength model

The analyses of results in this section indicatg GO activists in both countries prefer enricheark

(based on the comparison of score of desired aspéuetork with job choice). Employees prefer workexe



they can find more training possibilities, charaetd with innovation, communication within and side

the organization, independence and free time ®ethployee.

I1l. Comparison with results from previous JDS surweys

The results of the JDS (means) for Macedonia, Bidg&osovo, USA, Finland and Estonia are preseinted
Table 1. The Estonian and Finnish median indicaoesdrawn from Kamdron (2005). The USA JDS means
are derived from the Hackmans and Oldhams JDS gutvés interesting to note that the cross country
comparison of results shows similar results asamiron (2005), that is the average indicators efiiDS
among Estonian higher officials exceed the corredpm averages obtained from all other countries
presented in Table 2. Although lower, Bulgaria sek@imilarly high scores as the Estonian highercizfs.
The Motivating Potential Score (MPS) is measured@tale with a maximum value of 300. In the cdse o

Estonian higher officials it is 159, followed by Baria with approximate score of 149.

Job qualities Kosovo Bulgaria | Macedonia | Estonia HO | USA Finland | Estonia
Skill variety 4.34 5.58 5.58 5.95 4.49 4.1 5
Task identity 4.00 5.08 5.14 4.47 4.87 4.51 4.4
Task significance 4.06 5.31 4.24 5.62 5.49 4.58 5
Autonomy 3.64 5.28 5.10 5.38 4.8 4.71 5
Feedback from the job 5.36 5.33 5.06 5.05 4.98 4.55 5
itself

Feedback from agents 4.88 5.83 5.28 3.96 3.98 3.2 3.5
Dealing with others 4.83 5.81 5.67 6.34 5.29 4.78 5.6
Experienced 5.78 5.78 5.57 5.65 5.12 4.76 2.9
meaningfulness

Experienced 5.10 5.31 5.50 6.04 5.48 5.28 5.5
responsibility

for work

Knowledge of results 4.75 5.5 5.19 5.07 5.18 4.91 3.8
General satisfaction 5.00 5.5 4.97 4.94 4.62 4.42 3.8
Internal work 5.25 5.35 5.35 6.18 5.39 4.96 5.5
motivation

“Pay” satisfaction 5.53 4.42 4.21 4.19 3.14 3.9
“Security” satisfaction 5.13 5.21 4.86 4.05 5.12 4.4
“Social” satisfaction 5.73 5.81 5.73 5.98 5.42 5.07 5.4
“Supervisory” 5.20 5.44 4.20 5.08 5.28 4.17 4.4
satisfaction

“Growth” satisfaction 5.00 5.33 5.22 5.66 4.82 4.4 4.7
Desirable aspect at 5.64 5.63 6.16 5.72 5.62 4.83

work

Job choice 3.46 4.71 3.96 3.59 3.03

MPS 80.95| 149.81 127.77 159.05 128 104 120




The highest assessment in terms of job enrichmaidhws common to all countries presented in T&bie
given to the rate of dealing with others, skilliety and dealing with the job itself. In this coxttélacedonia

shows among the highest scores in skill varietydegtee of feedback from agents.

The analysis of the results show that employedscthrae from Macedonia, Bulgaria or Kosovo feel happ
and more satisfied with their work, in comparisohvother countries presented in the Table 2. lditaah

the employees from these three countries demoedtnat they have a similar level of self-motivatitmn
perform effectively on the job as Estonian, USA &mthish employees. It is also interesting to rtheg in
terms of specific satisfactions with the job, tingpboyees coming from Kosovo have the highest satigfn

in terms of their salary (5.53) compared to allestbountries. Bulgaria excels in its score of tegrde of
employees supervisory satisfaction (5.44), whilecétbonia has one of the highest scores in growth and

social satisfaction.

Data also indicates that people prefer enricheklmsed on the comparison of score of desiredcéspé
work with job choice). Employees prefer work whérey can find more training possibilities, charaetd
with innovation, communication within and outsidees torganization, independence and free time for the
employee.

The jobs in all countries show a similar psychatagjimpact on the employees. This means that theritya

of employees experience their jobs as meanindfal; feel accountable for the work they do and has

continuous information about how effective are.

Conclusions

I. Job dimensionsThe job dimension scores which measure the obpaharacteristics of the job
itself from an employee’s perspective were higloeittie Macedonian public administration employéesn
for the same sector employees in Kosovo.

II. Critical Psychological States(as perceived) have shown similar results forttimee countries and

the two sectors. However Macedonia performed thedb especially the PA, and Kosovo vice versa. This

might due to the “creation of new independent cguahd the sense of responsibility and meaningighe



lll. Affective Reactions The affective reaction of the public administratemployees in Kosovo were
higher that those for Macedonian employees (paigfaation in Kosovo was 5.50 compared to 2.75 for

Macedonia).

The findings are important in terms of ‘appropmedss’ of the public administration model. Public
Administration capacity was one of the benchmarksevaluation of Macedonia accession capacity, and

most probably it will be one the main issues inghecess of negotiations.

In addition the public administration is also linkéo the service delivery mechanisms. In the cdse o
Macedonia this is especially in close connectiothedDoing Business reforms. This means that irrotal
improve service delivery there is a need of mog&datnd performance driven administration and intieea
tools in service delivery (Verheijen, 2007). Busisesector employees from Bulgaria had the higloeses
in general (even compared to previous research asdnchmarks). They were followed by Macedonian
business sector employees, while Kosovo was claiaetl with the lowest scores. However the higher

scores of the business sector can be attributétetgreater flexibility and faster job redesigrthirs sector.

IV. Individual growth need strength also varies between the countries, with Macedoeréopming the

highest. However, the differences can’t be considergnificant.

V. MPS

The results from the JDS show a very low motivaigootential score (MPS) for the public administat

in Kosovo, compared to Macedonia.

The motivating potential score for Macedonian NG@®almost twice as high as the one for Kosovo. The
findings from the research in this sector sugghat the employees in the NGO sector in Macedonia
experience their jobs in a more positive way coragdo the employees from Kosovo. The common thing
among all sector and countries that are consider#éds study is that people preferred enrichedknbased

on the comparison of score of desired aspects df wih job choice). Employees prefer work whereyth
can find more training possibilities, characterizgith innovation, communication within and outsithe

organization, independence and free time for theleyee.

General conclusion might be drawn: There are diffeences, between the three countries which are
expected to be diminished as a result of the Europa integration. In addition the EU integration is

expected to improve the performance of the countrig both in business and public sector.



Lisbon treaty is one of the milestones of Europeamtegration. Further research is needed to monitor

the development of the above mentioned processes.

Closing Remarks

This study is among the first that is done to atisesevel of job satisfaction and motivation amdnginess
sector, public administration and NGO employeedlatedonia, Kosovo and Bulgaria. Two main things

should be taken into consideration when reading#per:

- This study was planned and implemented piod studyin order to gain an initial
understanding of the level of the motivation antiséaction among employees in the relevant sectors.
Its results should be used as a guide in desigpiagning and implementing future research in the

area,

- Although the sample is small in size, it shouldsbrengly taken into consideration that what

the study assesses is the ‘people’ component ojodmgector or system. It uses the JDS as an
accepted tool and method for obtaining this measent. While such assessments can never be exact
and can result in a divergence of interpretatitimsy still provide a clear indication of the how an

employee experiences his/her job.

The review of the JDS results regarding employeesptisfaction and motivation provide a mixed pietof
evident need for reforms (like NGO sector and pulaldministration) and some promising innovations
(business sector). The setbacks in the public adtration can be assumed to have larger implicatgince
they affect key aspects of the public managemestesy (civil service). According to Glatzer (2002)
absence of a well functioning HRM system and thisterce of a motivating and fulfilling job envirommt

has been one of most commonly faced obstacleating a state of the art public administratiortesys

In conclusion, this study is among the first stégken to explore the issue if work motivation and

satisfaction and its results and findings shouldalzen as initial guides in the design of futurseaach.
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