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This study examines the quality of working life (QWL) in Croatia
using two nationally representative samples of workers and
introduces the SUPERB model of job quality. This heuristic
framework integrates key work motivation theories, identifying
six core job quality dimensions: Safety, Upgrading, Purpose,
Empowerment, Relationships, and Balance. The findings from
two studies conducted in 2023 and 2024 indicate generally
moderate levels of job quality, with highlighting significant gaps
in empowerment and career growth opportunities in Croatian
workplaces. Importantly, job quality, as measured by the
SUPERB model, predicted job satisfaction, work engagement,
turnover intentions, and well-being, even after controlling for
biographic variables further emphasising the importance of job
quality. The results underscore the need for workplace
inferventions that enhance autonomy and skill development. By
improving job quality, Croatia may better retain its workforce,
reduce turnover intentions, and enhance overall well-being,
contributing to long-term labour market outcomes and social

stability.
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National human resource management has become a strate-
gic issue for Croatia, as the country faces a demographic cri-
sis characterised by low birth rates, high mortality rates, and
significant emigration to other EU member states (World Bank,
2024). These trends pose serious challenges to economic growth
and the long-term sustainability of Croatia's social security,
pension, and healthcare systems. With a shrinking workforce
and an ageing population, the country must not only retain its
existing labour force but also implement policies to attract new
residents by offering good jobs.

In this paper, we present findings from two studies investi-
gating the quality of working life in Croatia. Using nationally
representative samples of Croatian workers, we examine job
quality and its associations with key outcomes, including job
satisfaction, work engagement, turnover intentions, and sub-
jective well-being. Before describing the details of our research
programme, we will explain the quality of working life and job
quality constructs and give an overview of the earlier studies
on the issue.

Quality of working life - what constitutes a good job?

254

Quality of working life in a society depends on the quality of
individual jobs, and the quality of jobs depends on the extent
to which the jobs satisfy important human needs (Jahoda,
1981; Schwartz, 2015; Sverko & Gali¢, 2009, 2014). So, the key
question in quality of working life/job quality research is what
are the key human needs that need to be satisfied at work and
what constitutes a high quality job?

Psychological needs related to work were the subject of a
large body of research in work and organisational psychology.
Although various frameworks define the dimensions of high-
-quality jobs, we highlight three that have recently garnered
the most scientific and professional attention and provide a
useful structure for understanding this issue: Jahoda's model
of latent job functions, Ryan and Deci's self-determination theo-
ry, and the psychology of working theory by Duffy, Blustein,
and colleagues.

According to Marie Jahoda's model of latent functions at
work (Jahoda, 1981), employment provides individuals with both
manifest and latent functions. While pay is the primary manifest
function of employment, providing the means to support one's
livelihood, jobs also fulfil various latent functions that satisfy
fundamental psychological needs. According to Jahoda (1981),
employment provides individuals with: (a) time structure of
days and week, (b) feeling of meaning and participation in
collective purpose, (c) social contacts and experiences outside
of nuclear family, (d) social status that represents the founda-
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tion of one's identity, and (e) enforced activity. The main point
of this theory is that jobs as well as other social arrangements
such as informal economy;, retirement, education or household
activities vary in the extent to which they provide workers
with those needs. The empirical support for the theory seems to
be relatively strong. For example, using a representative sample
of German citizens, Paul and Batinic (2010) showed that em-
ployed people reported more access to latent functions than
participants who were not employed (unemployed, students,
retirees, and homemakers). Moreover, Batinic et al. (2010) showed
that greater access to the five latent benefits in the working
population is related to enhanced well-being. Finally, a recent
meta-analysis by Aitken et al. (2024) showed that the exis-
tence of the five latent benefits was moderately related to both
life satisfaction and psychological distress (negatively).

The self-determination theory (SDT, Ryan & Deci, 2017) is
a general theory of human motivation that has been also ex-
tensively applied to the world of work (Deci et al., 2017). The
theory postulates that workers' performance and well-being
are affected by the type of motivation individuals have for
their work. On the most general level, the types of motivation
can be divided into autonomous motivation that is charac-
terised by a sense of choice, willingness and volition, and con-
trolled motivation that is marked by external pressures and
internal obligations (Deci et al., 2017). Autonomous motiva-
tion that is related to higher performance and better well-be-
ing follows from satisfaction of the three basic human needs
for competence, relatedness, and autonomy/self-determina-
tion. According to the theory, these three needs are universal.
Therefore, individuals do not differ in the needs' strength but
rather in the extent to which they are fulfilled in the work-
place and their daily lives. The more these needs are satisfied
at work, the more likely individuals are to develop auto-
nomous motivation for their jobs. This, in turn, leads to better
job performance and enhanced well-being, highlighting the
importance of high-quality jobs.

Ryan Duffy and David Bluestein (Duffy et al., 2016; Blue-
stein et al., 2023) recently proposed the psychology of work-
ing theory (PWT). The theory differentiates between decent
work that defines the baseline attributes of work which satis-
fy basic human needs, and meaningful work that makes indi-
viduals experience meaning and purposefulness. According
to PWT, decent work is a threshold that needs to be surpassed
before individuals could engage in meaningful work and in-
cludes: (a) physically and interpersonally safe working condi-
tions, (b) working time that enables free time and satisfactory
rest, (c) company values that are aligned with social and fam-
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ily values, (d) satisfactory compensation, and (e) opportunity
to receive proper healthcare. Finally, when decent working
conditions are met, meaningful work is considered to be a
crucial work condition that individuals strive for to experi-
ence a sense of significance and fulfil higher-order psycholo-
gical needs.

Though all three approaches are exceptionally important
for contemporary understanding of the psychology of work
and have generated a large body of research, each of the theories
seems incomplete for understanding the totality of work ex-
perience. Jahoda's theory stems from the research on indivi-
dual experience of unemployment and seems to miss some
positive aspects of work that help individuals to perfect and
master the environment that surrounds them. In fact, Jahoda
explicitly admits that her theory of latent functions does not
capture all the aspects of job quality (Jahoda, 1981). SDT, on
the other hand, seems overly psychological in its nature and not
concerned with important, mundane job aspects such as meet-
ing survival needs and obtaining basic human safety. Finally,
research on PWT seems to be largely focused on groups that
are marginalised on the labour market, and reintroduces pre-
viously dismissed ideas into work psychology. For example,
the sharp distinction between decent and meaningful work
parallels Herzberg's (1966) differentiation between hygienics
and motivators that has been scientifically refuted. Moreover,
the introduction of decent work as a prerequisite for mean-
ingful work reminds of the scientifically unsupported as-
sumptions of Maslow's (1954) hierarchy of needs that lower
order needs should be met before higher order needs appear.

Building on the mentioned theoretical approaches, but
also other theoretical approaches to work motivation such as
Maslow's (1954)/Alderfer's (1969) need theories, Hackman's and
Oldham's (1976) job characteristics model, Bandura's social
cognitive theory (2001), organisational justice research (Adams,
1965; Colquitt, 2001), or recent research on the importance of
job meaning (Lysova et al., 2019; Grant & Wade-Benzoni, 2009)
and the importance of psychological safety in organisations
(Edmondson, 2019), we propose a heuristic model of job quality
that consists of six dimensions (Safety, Upgrading, Purpose,
Empowerment, Relationship and Balance) that can be abbre-
viated into the acronym SUPERB and that tries to be more
encompassing than the earlier described job quality models.

First, following PWT assumptions about decent work but
also Maslow's and Alderfer's lower order needs and justice re-
search (e.g., Adams, 1965), jobs should grant people Safety. In
our view, Safety should encompass both economic and psy-
chological dimensions. Workers should not only earn sufficient
income to maintain a decent standard of living but also expe-
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rience interpersonal safety in the workplace, ensuring they
are treated with dignity and equity. Second, work should pro-
vide opportunities for Upgrading, i.e., continuous psychologi-
cal growth that is ingrained in human nature (Ryan & Deci,
2017; Bandura, 2001). Third, in their jobs workers need to see
Purpose and meaning of their work activities. These needs fol-
low from our social evolution (Lysova et al., 2019) and/or are
a way of constructively coping with our mortality (Grant &
Wade-Benzoni, 2009). Fourth, people at work need Empower-
ment, want to be responsible for the processes and outcomes
in their jobs, feel self-determined, and dislike being micro-
managed. Fifth, as hypersocial animals people seek meaning-
ful Relationships with peers (Maslow, 1954; Alderfer, 1969;
Ryan & Deci, 2017), subordinates and supervisors. Finally, work-
ers seek Balance between their working role and the other
roles they have in other social entities such as family or com-
munity. Though this aspect of job in similar forms was pres-
ent in the mentioned models (e.g., time structure in Jahoda's
model), it appears to be gaining increased prominence am-
ong younger workers (Twenge, 2023). According to our heu-
ristic model, the more someone's job is aligned with SUPERB
dimensions, the more likely it is that (s)he will be productive
and satisfied at their job.

Earlier research on quality of working life in Croatia
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Several papers explored the quality of working life (QWL) in
Croatia from a psychological perspective. Masli¢ Sersi¢ et al.
(2005) explored the importance and attainability of nine job
factors deducted from work values research that capture both
extrinsic (e. g., satisfactory earnings, job safety) and intrinsic (e.g.,
opportunities for advancement/growth, participation in deci-
sion making) job aspects using a large convenience sample of
Croatian workers recruited by psychology students between
1993 and 2004. The study showed that Croatian employees
perceived low attainability of most job aspects, indicating a
persistent lack of opportunities to fulfil work-related needs. Sver-
ko and Gali¢ (2009) extended the same research programme
by adding additional data collected between 2005 and 2008 to
the original convenience sample and by collecting data using
a representative sample of Croatian workers recruited by a
market research agency. The results of this study showed that
the improvement in the Croatian economy that occurred dur-
ing that long period was reflected in the improvement of ex-
trinsic aspects of job quality such as pay satisfaction, pay fair-
ness and working conditions. However, intrinsic job aspects,
such as participation in decision-making and opportunities for
advancement and growth, remained unsatisfactory.
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Gali¢ and Plecas (2012) explored how the quality of work-
ing life changed during the Great Recession again using a com-
bination of convenience and representative sample. Measur-
ing QWL with the same instrument as Masli¢ SerSi¢ et al.
(2005) and Sverko and Gali¢ (2009), they showed that QWL
declined during the recession (i.e., between 2008 and 2011),
especially for lower educated workers and especially for ex-
trinsic job aspects. Finally, in the last two studies Sverko and
Gali¢ (2014), and Gali¢ et al. (2019) explored QWL in Croatia
using datasets obtained in the 5th (2010) and 6th (2015) Eu-
ropean Working Conditions Study (EWCS). In those two studies,
the authors developed their heuristic model consisting of the
four dimensions of QWL (economic security, social relations at
work, meaningfulness of work and autonomy/participation),
and identified indicator questions in the EWCS survey. Their
results showed that despite strong workplace social relations,
Croatian workers experience lower economic security and work
autonomy, reflecting broader socio-economic challenges in
post-socialist economies. While data from the 2010 EWCS sur-
vey indicated that Croatian workers lagged behind their Western
European counterparts, the 2015 survey revealed that this gap
extended to other EU member states, with the situation being
particularly precarious among older workers.

In this paper we report results of the two studies where we
tested QWL in Croatia using the SUPERB heuristic model on
representative samples of Croatian workers during 2023 and
2024. In addition to obtaining information about job quality
levels, we wanted to test to what extent job quality conceptu-
alised with the SUPERB model was related to important out-
comes such as job satisfaction, work engagement, intention to
quit, and well-being.

In Study 1 we explored job quality levels as conceptualised
with the SUPERB model and their relationship with job satis-
faction, job engagement and intention to quit.

Participants

In total, 501 respondents participated in the study. The only
condition for participating in the study was that they were fully
or partially employed. Within the sample 49.1% were female
with a mean age of 43.15 (SD = 12.37). Regarding education,
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49% had some form of tertiary education, whereas 50% report-
ed that they had secondary education (1% refused to respond
to the education question).

Instrument

SUPERB dimensions of job quality. SUPERB dimensions of job
quality were measured with 14 items designed especially for
this study to capture the six job quality dimensions and were
modelled after similar instruments such as Gallup's well-
known Q12 survey (Harter et al., 2002). The items were state-
ments that describe the job/workplace situation and the par-
ticipants' task was to rate the extent to which they agree with
them by using a 5-point response scale, from 1 = completely
disagree to 5 = completely agree. With the exception of Pur-
pose and Relationship dimensions that were measured with
three items, the other four dimensions were measured with
two items. All items of the SUPERB questionnaire are given in
Table 2.

Job satisfaction (JS). Job satisfaction was measured with
one item that captures general satisfaction with one's job "All
things considered, I am satisfied with my job."

Job engagement (JE). Job engagement was captured with three
items taken from the Houle et al. (2022) scale. A sample item
is "I exert my full effort to my job".

Turnover intentions (TI). TI were captured with three state-
ments assessing the current search for a job outside of the em-
ploying organisation (item 1), intention to search for another
job in the following 12 months (item 2), intention to move out
of Croatia in the following 12 months (item 3). The three items
were combined to create a general turnover intention index.

The task of the participants on JS, JE and TI items was to
rate their agreement using the same 5-point response scale as
for the SUPERB items.

Procedure

Our first study was conducted in late August and September
2023 with the assistance of a local market research agency. The
study utilised the CAWI (Computer-Assisted Web Interview-
ing) methodology, with participants recruited from the agen-
cy's panel of 16,000 individuals to ensure a demographically
representative sample of Croatian citizens in terms of age,
gender, regional representation and settlement size. To main-
tain data quality, the agency applied rigorous quality control
measures, such as removing responses with low variability
(e.g., participants who consistently selected the same res-
ponse option) and filtering out responses with unrealistically
short completion times.



Results

Descriptive statistics and intercorrelations between Study 1 va-
riables are given in Table 1.

M SD 1 2 3 4 5 6 7 8 9 10
1 Safety 325 096 (0.63)
2 Upgrading 322 1.08 0.68** (0.79)
3 Purpose 353 0.86 0.61** 0.68** (0.71)
4 Empowerment 3.05 1.06 0.59** 0.66** 0.50** (0.65)
5 Relationship 353 0.88 0.65** 0.66** 0.64** 0.50** (0.73)
6 Balance 344 095 038** 029** 025** 029** 0.40** (0.62)
7 SUPERB (total) 333 075 0.84** 0.86** 0.78** 0.78** 0.82** 0.56**(0.90)
8 Job satisfaction 3.60 1.02 0.61** 059** 057** 047** 0.64** 0.43** 0.71%*
9 Jobengagement  3.96 0.73 0.36** 0.46** 0.54** 0.30** 0.52** 0.23** 0.51** 0.53** (0.75)
10 Turnover intentions 230 1.14 -0.28%* -0.24** -0.28** -0.11* -0.36** -0.36**-0.34%* -0.43** -0.32** (0.84)

O TABLE 1
Descriptive statistics
and intercorrelations
between Study 1 key
variables
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Note: *p < 0.05; **p < 0.01; Cronbach o given in the parentheses.

First, the internal consistencies for the SUPERB dimen-
sions ranged between 0.63 and 0.79 with reliability of the total
score being 0.87. Though relatively low, Carmines and Zeller
(1979) asserted that in exploratory research alpha values above
0.60 may be considered satisfactory. With the exception of the
job satisfaction measure where we used one item measure due
to the construct's salience and clarity (Wanous et al., 1997), the
other two criterion variables (JE and TI) had satisfactory reli-
abilities.

Second, an insight into current Croatian QWL levels can
be obtained if one looks into descriptive statistics of the six
SUPERB dimensions and the total score. In an ideal job, all es-
timates should be close to the maximum on the five-point scale
used. As can be seen from Table 1, average estimates for the
SUPERB dimension range from 3.05 for Empowerment to
3.53 for Relationships that indicate moderate satisfaction of
key psychological needs. A deeper insight into deviation from
the ideal can be obtained if we check the percentage of indi-
viduals who agree (i.e., give responses 4 and 5) with the pos-
itive items and disagree with the one negative item (i.e., give
responses 1 and 2). The three lowest rated items were "I can de-
cide for myself how and when I will perform work tasks." (37.5%,
Empowerment), "My job offers me good opportunities for
professional development." (41.0%, Upgrading), and "I can make
important decisions at my job." (41.6%, Empowerment). Very
close to them is the item "My income enables me to live a de-
cent life." (41.9%, Safety). At the same time, the top-rated items
with agreement over 60% were: "l have a high-quality rela-
tionship with my boss." (66.5%, Relationships), "I have good
friends at work." (64.1%, Relationships), "I find my work very
meaningful." (63.1%, Purpose), and "I have a good balance be-
tween my work duties and free time." (60.2%, Balance).



Study 1  Study 2

Dimension Item statement (2023 %) (2024, %)
Safety My income enables me to live a decent life.! 419 44.8
In my organisation, employees are treated fairly and justly.! 495 52.2
Upgrading My job offers me good opportunities for professional development.! 41.0 36.7
I have the ability to express creativity at work.! 477 479
Purpose I find my work very meaningful.! 63.0 64.0
The results of my work significantly affect the lives of other people.! 47.6 512
The goals of the organisation I work for are consistent with my values.! 57.7 54.7
Empowerment I can decide for myself how and when I will perform work tasks.! 375 356
I can make important decisions at my job.! 416 392
Relationships I 'have good friends at work.! 64.1 60.6
I feel emotionally attached to the organisation where T work.! 479 46.4
I have a high-quality relationship with my boss. 66.5 61.0
Balance The demands of my job interfere with my private and family life.? 462 419
I have a good balance between my work duties and free time.! 60.5 58.3
O TABLE 2

ltems of the SUPERB
questionnaire and
percentage of partici-
pants that agree with
them in Study 1 and
Study 2
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Note. ! Percentage of participants giving estimates 4 ("agree") and 5 ("completely
agree");

2 Negatively oriented item, percentage of respondents disagreeing with the
item by giving responses 1 ("completely disagree") and 2 ("disagree") is shown.

Moderate satisfaction of key psychological needs at work
reflects also on moderate job satisfaction and job engagement
levels, and somewhat lower turnover intentions. Here we
would like to stress the percentage of individuals agreeing with
turnover intentions items (i.e., giving responses 4 and 5), with
20.8% agreeing with the statement that they are currently search-
ing for another job, 29.1% intending to do so in the following
12 months, and 13.9% intending to move out of Croatia.

Finally, the SUPERB dimensions correlated moderately
among themselves (range 0.25 to 0.68) with the Balance dimen-
sion showing somewhat lower correlations with other SUPERB
components. The correlations between SUPERB components
and criteria were significant for the criterion variables job sat-
isfaction (0.43 to 0.63), job engagement (0.23 to 0.54) and turn-
over intentions (-0.11 to -0.36). The total SUPERB score corre-
lated 0.71, 0.51 and -0.36 with job satisfaction, job engage-
ment, and turnover intentions, respectively.

In order to test how important the notion of job quality
is (i.e., alignment of job characteristics with employees' psy-
chological needs), we performed hierarchical regression ana-
lyses where the total score on SUPERB was a predictor while
we controlled for age, gender, level of education and pay level,
the variables that were shown to be important determinants
of job quality (e.g., Sverko & Gali¢, 2009; Gali¢ et al., 2019).



Criterion:
job engagement

job satisfaction turnover intentions

Block 1 Block 2 Block 1 Block 2 Block 1 Block 2

B B B B B B
Gender! 0.03 0.01 0.18** 0.17** -0.16** -0.15**
Age (in years) 0.10* 0.05 0.12* 0.09* -0.30** -0.28%*
Education level? -0.02 -0.05 -0.04 -0.07 0.01 0.02
Pay level® 0.15** 0.02 0.13** 0.04 -0.19** -0.14**
SUPERB Total score 0.72** 0.52%* -0.30**
R? 0.03** 0.52%* 0.05** 0.31** 0.15** 0.23**
AR? 0.03** 0.49** 0.05** 0.26** 0.15** 0.08**
O TABLE 3 Note. 1 1= male, 2 = female;

Summary of
hierarchical regression
analyses testing the
SUPERB's total score
importance for the
three criteria over and
above biographical
variables in Study 1

STUDY 2

Method
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2 1 = no formal education,..., unfinished elementary school,
4 = tertiary education;

3 1 = individual income below 2000 Kunas / 265,12 Euros,...,
8 = individual income above 8000 Kunas / 1060 Euros;
*p < 0.05; **p < 0.01.

The results of the hierarchical regression analyses showed
that job quality indicated with the SUPERB index explains job
satisfaction, job engagement and turnover intentions over and
above gender, age, and pay levels. In the case of job satisfac-
tion and job engagement, the effect of SUPERB largely sur-
passes the one of biographic variables while the reverse is true
for turnover intentions. The effect size in the case of job satis-
faction and job engagement was relatively large with 49% and
26% of the variance in job satisfaction and job engagement
being explained by the SUPERB total score. The SUPERB's ef-
fect on turnover intention index was lower (8% of variance)
but still significant.

We conducted Study 2 exactly one year after Study 1. With the
second study we wanted to replicate the Study 1 findings. We
believe that this was important considering that some of the
SUPERB scales had mediocre internal reliabilities so our re-
sults could partially reflect random variations and not syste-
matic effects of job quality. Second, in addition to replicating
the effects we observed in Study 1, we wanted to extend the
nomological network of the SUPERB heuristic model by ex-
ploring its relationship with an additional important variable
— subjective well-being.

Participants and procedure

The procedure of data collection was identical to that one of
Study 1, and the data were collected with the help of the same
market research agency. A sample of 500 respondents repre-
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sentative of the population of Croatian workers in terms of
gender, age, settlement size and regional representation par-
ticipated in the study. The mean age of participants was 45.37
(SD = 12.60), and 49.1% of participants were female. Regard-
ing education, 52.6% had some form of tertiary education whe-
reas 46.5% completed secondary education or lower. One
third of the Study 2 sample (179 or 35.8%) participated also in
Study 1.

Instruments

SUPERB dimensions, job satisfaction, job engagement, and turn-
over intentions were measured with the same scales as in
Study 1.

Subjective well-being was measured with the WHO-5 scale
(Topp et al., 2015). The participants' task was to reflect how
they felt over the last two weeks and report their agreement
with the five positive worded statements such as "I have felt
cheerful and in good spirits." or "I have felt active and vigorous."
using the response scale from 1 = completely disagree to 5 =
completely agree.

The study was conducted at the end of August and be-
ginning of September 2024.

Resulis
Descriptive statistics and intercorrelations between Study 2
variables are given in Table 4.
M SD 1 2 3 4 5 6 7 8 9 10 11
1 Safety 327 093 (0.57)
2 Upgrading 318 1.03  0.69**(0.76)
3 Purpose 353 085  0.60** 0.71**(0.76)
4 Empowerment 298 1.07  0.53%* 0.63** 0.47%*(0.68)
5 Relationship 351 086  0.68%* 0.65** 0.64** 0.46**(0.74)
6 Balance 343 093 0.34** 0.23** 0.20** 0.16** 0.28**(0.49)
7 SUPERB (total) 332 0.71  0.84** 0.87** 0.79** 0.74** 0.81** 0.48**(0.89)
8 Job satisfacion ~ 3.56 1.02  0.66** 0.60** 0.61** 0.41** 0.67** 0.43** 0.74** -
9 Job engagement  3.93 0.77  0.43** 0.47** 0.60** 0.23** 0.56** 0.19** 0.54** 0.57**(0.83)
10 Turnover
intentions 226 110 -0.34**-0.26**-0.30**-0.08 -0.35**-0.34**-0.36**-0.49**-0.34**(0.84)
11 Well-being 339 0.85  0.38%* 0.38** 0.45%* 0.28** 0.41** 0.36** 0.49** 0.49** 0.40**-0.19**(0.92)
O TABLE 4 Note: *p < 0.05; **p < 0.01; Cronbach a given in the parentheses.

Descriptive statistics
and intercorrelations
between Study 2 key
variables

263

As internal consistencies are considered, Cronbach's alphas
are similar to Study 1 variables. However, it should be noted
that for the Safety and Balance dimensions of SUPERB they
are slightly lower and below Carmines and Zeller's (1979) 0.60
threshold (0.57 and 0.49, respectively). All other variables,
including the SUPERB total score, had satisfactory internal
consistencies.
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As might be seen by comparing Tables 1 and 4, the aver-
age values on the SUPERB dimensions and the job attitudes
variables were similar, which is expected considering the rela-
tively short time frame within which the two studies took place.
Once again, the findings present a relatively unfavourable im-
pression of the quality of working life in Croatia, with the
degree of concern varying across different SUPERB dimen-
sions. The dimensions of Purpose, Relationships, and Balance
were more favourably rated than the dimensions Safety, Up-
grading and Empowerment, which were far from the ideal
standard. The three lowest rated items, with the percentage
of respondents agreeing with them being 35.6%, 36.7% and
39.2%, were "l can decide for myself how and when I will perform
work tasks." (Empowerment), "My job offers me good oppor-
tuniities for professional development" (Upgrading), and "I can
make important decisions at my work" (Empowerment). Analo-
gously, top rated items were "I find my work very meaningful."
(Purpose, 64%), "I have a high-quality relationship with my boss."
(Relationships, 61%), and "I have good friends at work." (60%,
Relationships). Very close to the 60.6% agreement threshold is
the item "I have a good balance between my work duties and
free time." (Balance, 58.3%). So, the highest and lowest rated
items in both our studies were identical though their order
somewhat changed, probably due to random variation.

Regarding the criterion variables, they were also very si-
milar to Study 1 values and indicated moderate levels of gen-
eral job satisfaction/job engagement, and somewhat lower
levels of turnover intentions. It is worth noting that we again
observed a significant portion of the labour market in search
of another job or intending to search/move out of Croatia. If
responses 4 and 5 are used as the criteria, the percentage of
participants who were seeking a new job at the time was 24%,
who intended to do so in the following 12 months 28.8%, and
who intend to move out of Croatia in the 12 months follow-
ing the study 9.3%. Finally, in Study 2 the average result on
the well-being scale indicated moderate levels of subjective
well-being. The fact that the percentage of respondents agree-
ing with the five positively oriented items ranged between
38.1% for "I woke up feeling fresh and rested." and 57.1% "My
daily life has been filled with things that interest me." suggest
that the participants did not give socially desirable responses.

The pattern of the correlations among SUPERB variables,
and their relationship with job satisfaction, job engagement,
and turnover intentions remained similar to the one in Study
1. Perhaps the only difference that stands out is the fact that
the relationship between Empowerment and turnover inten-
tions was non-significant. The most interesting portion of the
correlation matrix in Study 2 is the pattern of correlations of
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the well-being variable, which showed positive correlations
with all the SUPERB dimensions (range between 0.38 for em-
powerment and 0.45 for purpose) and the SUPERB total score.
Moreover, subjective well-being positively correlated with job
satisfaction and work engagement and negatively with turn-
over dimensions.

In this study we also tested if SUPERB adds to the pre-
diction of the criterion variables (job satisfaction, job engage-
ment, turnover intentions and well-being) over and above bio-
graphic variables (gender, age, education, and personal income).

Criterion:

job satisfaction job engagement turnover intentions well-being

Block 1 Block 2 Block 1 Block 2 Block1 Block 2 Block 1 Block 2

p B p p B p B B
Gender! -0.08 0.05 0.13* -0.12* -0.19** -0.18** -0.13*  -0.14**
Age 0.15** 0.08*  0.14** 0.08  -0.29** -0.25** 0.12*  0.07
Education level?  0.01 -0.04 -0.04 -0.08  -0.05 -0.08 0.07 0.03
Pay level® 0.09 0.02 0.03 -0.03  -0.16** -0.13** 0.01  -0.05
SUPERB Total score 0.72%% 0.55%* -0.33** 0.50**
R? 0.03*  0.53** 0.02*  0.31** 0.10**  0.20** 0.04** 0.29**
AR? 0.03*  0.50** 0.02*  0.29** 0.10**  0.10** 0.04** 0.25**

O TABLE 5

Summary of
hierarchical regression
analyses testing the
SUPERB's total score
importance for the
four criteria over and
above biographical
variables in Study 2

DISCUSSION
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Note. ' 1= male, 2 = female;
2 1 = no formal education,..., unfinished elementary school,
4 = tertiary education;
3 1 = individual income below 2000 Kunas / 265,12 Euros,...,
8 = individual income above 8000 Kunas / 1060 Euros;
*p < 0.05; **p < 0.01.

As might be seen from Table 5, the SUPERB total score
explains all four criteria over and above the key biographic
variables that were shown to be related to job quality. In the case
of three variables (job satisfaction, job engagement, and gen-
eral well-being), the extent to which a job satisfies important
psychological needs is much more strongly related to each
criterion than the biographic variables. Again, the effect sizes
are reasonably strong, ranging between 25% (subjective well-
-being) and 50% (job satisfaction) of the explained variance.
Only in the case of turnover intentions, biographic variables are
equally predictive as the SUPERB total score (10% of variance
each).

The aim of our research was twofold. First, we wanted to ex-
tend the two decades long psychology research programme
on the quality of working life in Croatia and take a measure
of the situation in the first half of the 2020s, several years after
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the last paper on the issue was published (Gali¢ et al., 2019).
Second, considering that the quality of working life in a society
depends on the quality of individual jobs (i.e., their potential
to satisfy important human needs), we proposed a new con-
ceptual framework to capture job quality. In its essence, the
SUPERB model of job quality is a heuristic model that aims to
provide a structured representation of the major work moti-
vation theories to guide research and practical applications on
job quality in a more encompassing manner.

Regarding our first goal to take stock of the quality of
working life, our findings replicate and extend those obtained
in earlier studies. In terms of the SUPERB model, Croatian
workplaces fare relatively well on the dimensions of Relation-
ships, Balance, and Purpose. Workers in Croatia frequently have
good/high-quality relationships at work, generally balance their
jobs well with other aspects of their life, and mostly see pur-
pose in their jobs. The safety aspects of jobs are only modera-
tely favourable, while the Empowerment and Upgrading
dimensions of job quality remained mostly unsatisfactory as
they were in earlier studies (e.g., Sverko & Gali¢, 2009, 2014).

However, if one dives in more detail into the components
that are estimated most favourably, the picture that is revealed
is a bit more complex. For example, though a large majority of
workers in both studies report high levels of satisfaction about
their relationships with their peers and superiors, less than
half agrees with the Relationship statement that they are emo-
tionally attached to the organisation they work for (45.9% in
Study 1 and 46.4% in Study 2). There is also significant space
for improvement on the generally favourably rated dimen-
sions of Balance and Purpose with a significant proportion of
individuals experiencing interference between work and pri-
vate life and not seeing purpose in their jobs. In fact, the pro-
portion of our respondents that think their job is not mean-
ingful (37% in Study 1 and 36% in Study 2) is roughly the
same as the one that was observed in the UK and incited the
anthropologist David Graeber (2018) to write his well-known
book "Bullshit Jobs" about jobs that feel meaningless or use-
less but workers need to pretend that they matter in order to
keep them.

In sum, based on the findings from our two studies we
can estimate the quality of working life in Croatia to be medi-
ocre. The rest of our findings indicate that this fact might have
significant ramifications. In our studies we observed and repli-
cated that job quality, as captured with our SUPERB model, is
important for several outcomes. The results of regression ana-
lyses indicate that the SUPERB total score explains job satis-
faction, job engagement, turnover intentions, and well-being
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even when gender, age, level of education, and personal in-
come are controlled for. With the exception of turnover inten-
tions which more (Study 1) or equally (Study 2) depend on
the individual life situation, job quality was a much more im-
portant determinant of the listed outcomes.

Our research has important practical implications both
for national and organisational human resources management
practices. Organisations should insist more on practices that
improve job quality, i.e., make jobs more aligned with the psy-
chological needs of employees. Our studies indicate that there
was significant room for improvement on all SUPERB dimen-
sions, but the interventions should be first directed towards the
Empowerment and Upgrading dimensions of the SUPERB
model. For example, human resources management interven-
tions should be targeted towards increasing employees' deci-
sion latitude, improving participation in decision making or
allowing flexible work arrangements (all focused towards in-
creased employees' empowerment). Moreover, based on our
findings, there is need in Croatian organisations to enable em-
ployees' upgrading or growth through practices such as reg-
ular feedback procedures or continuous development of work-
-related skills.

Our studies have limitations that could have significant-
ly influenced our conclusions. We will mention a few that
seem most salient. Our SUPERB model of job quality is by no
means comprehensive. We built it with the Goldilocks princi-
ple in mind by trying to identify just about the right number
of job quality dimensions. We proposed more dimensions than
the models described in the introduction in order to be more
encompassing, but we decided not to include too many because
this would make the model difficult to comprehend and use
in both research and practical purposes. Future studies should
test if we have succeeded in our endeavour, or Jahoda's latent
benefits measures (Batinic et al., 2010) or the decent work scale
(Duffy et al.,, 2017) have better explanatory power in predict-
ing important outcomes. Relatedly, though our SUPERB mea-
sures are a significant improvement in comparison to the one-
-item scales that were used in the mentioned studies on the
quality of working life in Croatia by Masli¢ Sersi¢ et al. (2005),
Sverko and Gali¢ (2009) or Gali¢ and Plecas (2012), the SUPERB
questionnaire should be improved. Due to the need to keep
our survey as short as possible to be able to test it on national
samples of participants, we were forced to use scales contain-
ing only two or three items. This seems especially to be the
problem for the Safety and Balance scales that should be the
subject of conceptual (i.e., do they capture items that are too
heterogenous?) and/or psychometric consideration (e.g., how
to improve the scales' reliability?). However, it should be noted
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Ova studija istrazuje kvalitetu radnoga Zivota u Hrvatskoj
rabeéi dva nacionalno reprezentativna uzorka radnika te
predstavlja SUPERB model kvalitete poslova. Ovaj heuristi¢ki
okvir integrira klju¢ne teorije radne motivacije i identificira
est temeljnih dimenzija kvalitete poslova: Sigurnost, Rast i
razvoj, Svrha, Osnazivanje, Odnosi i Ravnoteza. Rezultati
dviju studija provedenih 2023. i 2024. godine upuduju na
opéenito umijereno nisku razinu kvalitete poslova, uz
znadajne nedostatke u osnazivanju zaposlenika i
moguénostima za rast i razvoj karijere u hrvatskim radnim
okruZenjima. Vazno je istaknuti da je kvaliteta posla,
mijerena SUPERB modelom, predvidala zadovoljstvo poslom,
radnu angaZiranost, namijere napudtanja posla te opéu
subjektivnu dobrobit, &ak i kada su uzeti u obzir biografski
¢imbenici, dodatno nagla$avajuéi vaznost kvalitete posla.
Rezultati upuéuju na potrebu za intervencijoma na radnom
mijestu koje ¢ée poticati autonomiju i razvoj viestina.
Unapredenjem kvalitete poslova Hrvatska bi mogla
u¢inkovitije zadrZati svoju radnu snagu, smanijiti namijere za
odlazak te pobolj$ati opéu dobrobit gradana, $to bi
pridonijelo dugoroénim ishodima na trzistu rada i drudtvenoj
stabilnosti.

Kljuéne rijedi: kvaliteta radnoga Zivota, kvaliteta posla,
SUPERB model kvalitete poslova, zadovoljstvo poslom, radna
angaziranost, namjere napustanja posla
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