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ABSTRACT 

 

The relevance of the topic, from a scientific, business and social perspective, 

stems from the obvious changes in the paradigms that affect work life in dynamic 

domestic and global business environment. The quality of work life is as important for 

improving organizational performance, as well for general welfare of employees; it 

presents an important aspect of work ethics and working conditions. Managers, more than 

ever, invest enormous effort to achieve balance between the demands, responsibilities, 

expectations and challenges, in both, work and private life, while at the same time the 

ability of organizations to attract and retain managers at all levels of management 

structure, is a key aspect for achieving competitive advantage.  
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1. INTRODUCTION 

 

1.1. QWL: Theoretical background 

The concept of Quality of Work Life (QWL) has been defined in many ways. At the 

beginning of the conceptualization a great contribution was given by Cherns & Davis (1975) 

with their pioneering attempts to explain the relationship between the quality of work life, 

individual, organization and society as a whole. One of the earliest scholars who were 

devoted to methodological interpretation and operationalization of the term was Seashore. In 

his report for UNESCO (1975) he summarized the indicators for QWL measurement, 

according to the findings derived from comparative analysis of several researches conducted 

in the U.S., Australia and Asia, from 1970 to 1980. Walton (1975) defines the QWL through 

following criteria: satisfaction with a fair wage; safe and healthy working environment; 

opportunities for continuing development; social relations in the organization; work and 

private life balance; organizational attachment; orientation toward regulations and rules, 

development of human capacity. Kohl and Schooler (1982) define the QWL mainly through 

the dimensions: complexity of the work; routine activities; pressure of deadlines; level of 

hygiene in the work environment; job security. Lawler & Nadler (1983) define the term as a 

way of thinking about people, work and organizations, whose main elements are: concern 

about the impact of work on people and organizational effectiveness and the idea of 

participation in organizational problem solving and decision making. Lawler emphasizes that 

the basic dimension of the QWL is to improve the wellbeing and productivity of 

employees. As the most important factor for that purpose, he points out the job design. 

Similarly, Heskett, Sasser and Schlesinger (1997) described the QWL as a set of feelings that 

employees develop and possess in terms of work, colleagues and the organization, which in 

turn leads to increased organizational performance. Marcel and Dupuis (2006), defined QWL 

through the following dimensions: time to perform tasks; participation in decision-making 

regarding job tasks; the ratio between skills and abilities and type of tasks; work autonomy; 

effectiveness; working environment and technical equipment required to perform job tasks.   

 

1.2. QWL and national context 
Republic of Macedonia is young country, characterized by recent transition and 

privatization process, as it exists as independent state since September 1991, after the break 

up of Yugoslavia, where business climate and business behavior are still relatively new 

qualities in development. It’s necessary to mention that many of the privatizations in the 

country (1993-1994) have involved sales to management and/or employees. This has led to 

diversification of ownership, but not to improvements in corporate governance. Lack of new 

capital, technology and management style has led to a poor performance by the privatized 

enterprises in terms of declining profits and employment; and productivity has fallen despite 

the shedding of labor (ILO and European Council, 2007).  

Public businesses in Macedonia, as elsewhere, cannot be shaped apart of the 

governmental/political domination and influence, which often could mean politicized nature 

of work and decision making process and presence of political discrimination, but also means 

one’s having a secure job, regular salary and legal protection, while in the same time private 

business owners/companies could use the advantage of the high unemployment rate (table 1) 

and highest level of job insecurity (figure 1) to exploit their employees. 
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Table 1. Macedonian labour force and activity rates  

 
 

Year 

  

 

Total                  

population    

 

Total      

  

Employed 

 

 Unemployed 

 

Activity 

rate 

 

Employment 

rate 

 

Unemployment 

rate 

2010 1 648 522  938 294 637 855 300 439 56,9 38,7 32,0 

2011 1 656 215  940 048 645 085 294 963 56,8 38,9 31,4 

2011/IV 1 659 180  937 326 639 340 297 986 56,5 38,5 31,8 

2012/I 1 667 862  941 019 643 668 297 351 56,4 38,6 31,6 

2012/II 1 669 368  942 420 648 200 294 220 56,5 38,8 31,2 

2012/III 1 670 550  940 657 652 498 288 159 56,3 39,1 30,6 

2012/IV 1 672 079  948 125 657 849 290 276 56,7 39,3 30,6 

 

Source: State Statistical Office of Republic of Macedonia, 2013. 

 

Figure 1. Percent of men and women that feel fear from losing their job 

Source: EQLS 2007 
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Also there’s the fact that public businesses cannot always easily implement, the 

required and modern HRM strategies and mechanisms to retain their experienced, qualified 

and skilled employees, mostly because of the legal limitations, over against the private sector.  

The average monthly gross wage in Macedonia in 2013 is 31 090 denars or approximately 

510 euros (State Statistical Office of Republic of Macedonia, 2013), one of the lowest in 

Europe. This amount includes the net salary, personal income tax (10%) and social 

contributions for: pension and disability insurance (18%); health insurance (7.3%); 

employment insurance (1.2%) and additional health insurance (0.5%). It indicates that the 

difference in the monthly earnings could play significant role in one’s quality of work life or 

general wellbeing.  

It’s important to outline that last several years certain system and institutional reforms 

were done in Macedonia, which were positively evaluated and had an affirmative impact on 

doing business (The International Bank for Reconstruction and Development/The World 

Bank, 2011).  Also the low for public – private partnership, which exists since 2007 had 

improved the business conditions for both sectors, while at the same time it certainly brought 

many changes for the organizations, management and employees. 

 

1.3. Public vs. private sector 
The nature and extent of differences between employees and organizations of the 

public and the private sector has long been a topic of academic debate. A number of studies 

have been undertaken aimed at describing and understanding the differences, if any, between 

public and private management. One of the sector’s comparisons has been successfully made 

by Rainey, Backoff & Levine (1976) which identified the main variations - each of them 

divided into several categories: environmental factors; organization – environment 

transactions; and internal structures and processes. Mintzberg (1973) and Nigro & Nigro 

(1977) claimed that high level managers in government organizations have a more political 

role than managers in the private sectors because they need to seek appropriations through 

political processes, or to cope with political influences and external political coalitions. The 

research conducted by Lachman (1985) examined whether or not the commonly expected 

private-public differences emerged from a comparison of environmental perceptions of chief 

executive officers (CEOs) of organizations having similar task environments, that is, public 

and private industrial organizations. The purpose of the Andersen’s study (2010) was to 

investigate whether there are behavioral differences between public and private managers, 

where the comparison of the managerial behavior was based on three theoretical concepts: 

leadership style; managerial decision – making style; and motivation profile.  

In theory there are more distinct views on employment in the public and private 

sector. For example, such is the New Public Management movement (Christensen and 

Yoshimi, 2003), whose main belief is that management is management no matter of the type 

of sector. According to this view, people look for job, where they can be realized, have their 

career development, can make decisions and to be adequately paid whether it will be public 

or private sector. Contrary to this view is the belief that people are attracted by the public 

sector, primarily because of their altruistic motives to serve the public interest, to affect social 

change, and to participate in the creation of policies that build society. This attitude suggests 

that such individuals seek work solely in the public sector and if they be offered a job in the 

private sector which is paid more, they would choose to work in the public sector.  
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2. METHODOLOGY 

2.1. Research sample and research technique 
The research sample is purposive because of the specific target group and it’s 

designed by the following criteria: (a) first line, middle and top managers (b) in medium and 

large size organizations (c) from transport, culture and health service (d) working in public 

and private sector in Macedonia. It’s consisted of 126 respondents/managers, from both 

sectors proportionally.  

Primary data was collected by questionnaire developed for the needs of the research 

according the variables and indicators of the hypothetical frame. For that reason a pilot 

research was conducted with factor analysis applied, which helped adopting the adequate 

questionnaire items.  

 

2.2. Data analysis 

Data was analyzed by SPSS, generally on bi variance level, by cross tabulations and 

testing the Chi-square.  

 

3. RESULTS AND DISCUSSION 

 

3.1. Results 
Results obtained with the data analysis confirm the existence of differences in the 

QWL of two types of managers in Republic of Macedonia, explained through the QWL 

variations model (figure 2). 

 

Figure 3. QWL variations model of Macedonian managers: 

Chi square test 

 
QWL: POSITIVE ASPECTS 

PUBLIC SECTOR PRIVATE SECTOR 

Items Value Sign. Items Value Sign. 

Job security  6,101 ,014* Salary & bonuses 

based on performance 

12,945 ,000* 

Free weekends 27,954 ,000** Tasks variety 6,978 ,008** 

/ / / Interesting job 11,967 ,001** 

/ / / Flexible working time 35,000 ,000** 

QWL: NEGATIVE ASPECTS 

PUBLIC SECTOR PRIVATE SECTOR 

Items Value Sign. Items Value Sign. 

Poor leadership 4,106 ,043* Job insecurity  5,801 ,016* 

Non fair salary  12,457 ,006** Large scope of work   

Discrimination based 

on political orientation 

14,175 ,000** Discrimination based 

on age/youth 

4,582 ,032* 

/ / / Unpredicted changes 11,892 ,001** 

/ / / Low feedback 5,365 ,021* 

/ / / Frequent overtime 

work 

21,555 ,000** 

 

  ** p<0, 01 

   *   p<0, 05 
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While as common characteristics for both sectors influencing the QWL of Macedonian 

managers are confirmed:  

• skills matching the job tasks;  

• participation in trainings financed by the employer;  

• positive physical work environment;  

• low work autonomy; and 

• non paid overtime work. 

 
3.2. Management and work-life policy implications 

 
3.2.1. Performance management. From the organizational aspect, it can be concluded that 

for the public sector it is primarily necessary implementation of better and more functional 

system for performance management (although its considered as non-profit sector) that will 

directly improve the QWL of managers, because it would create better and more correct 

opportunities for career and professional development/management development, where the 

political orientation will not be the only criteria. Solid established performance management 

should involve the performance based compensation which will result with higher individual 

and organizational performance. 

 
3.2.2. Working and private life balance strategies. It is recommended the formal/legal 

implementation of flexible forms of working time in public enterprises, where required, to be 

considered. 

 

3.2.3. Job security. In the private sector, job insecurity on the one hand is detrimental to the 

QWL of managers in negative way, but on the other hand, positive for the organizational 

performance, as it may mean investing more effort and greater commitment in the execution 

of tasks, mostly because of the fear of losing the job. However in practice it is proved to be 

short-term effect, because the continuing insecurity in the workplace makes employees, in 

this case managers, to begin to think about leaving the organization and to start looking for 

another job or starting up their own business. 

 
3.2.4. Decentralization of the authority. For both sectors, centralization of authority and 

relatively low work autonomy of managers is common, which indicates a need for higher 

decentralization, which will enable managers to carry out their functions in full. The 

decentralization of authority for managers would mean greater independence in work and 

decision-making, which will directly influence on their motivation and confidence, and better 

efficiency for organization in whole.  

 

3.2.5. Paid overtime work. In both, public and private sector its (legally) necessary to apply 

the payment of overtime work, which besides allowing urgent response to the situation, 

meeting short deadlines and overcoming a range of tasks, also provides and higher payment 

for managers who are not satisfied with the amount of salary or need additional income. If, 

however, there is a need for more frequent overtime work, it is necessary to make managerial 

job analysis, which will further lead to the job redesign, redistribution to other members of 

the department/unit/team or implementation of the strategies for work and private life 

balance. 
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3.2.6. Organizational commitment. The current organizational commitment of 

managers can be generalized as a relatively high, in both sectors. However, numerous 

differences in the quality of work life of managers make both sectors highly competitive 

between each other, especially with the data obtained by analyzing the type of industry. 

Managers from the private sector, especially from health and transport, enjoy 

significantly better quality of work life for performing the same kind of work, unlike their 

equivalents from the public sector, which can easily lead to poor organizational 

commitment, i.e. leaving the organization at the first better offer, or if staying in the 

organization, poor loyalty to organization, low motivation and poor job performance. 

 

3.2.7. Leadership. Leadership represents role model that incorporates and reflects into 

the behavior of employees and their execution of tasks, and therefore should not be 

considered weak, as indicated by research findings. Such weak leadership is necessary to 

be identified and removed from the organization. 

 

3.2.8. Job characteristics. Monotonous work, which appears as a characteristic of public 

sector managers, indicates that job redesign/enrichment is required, so job can meet the 

individual needs of managers and positively impacts the job satisfaction, which will result 

in realizing the maximum performance potential, combined with various skills that 

managers possess. Also, recognition of work achievements and feedback are very 

important and stimulating tools, hence it is recommended to be used more frequently, 

because they directly encourage, direct and promote individual performance. 

 

3.2.9. Women managers. Work-private life balance for Macedonian women managers is 

confirmed as a delicate problem in the country’s business environment because of their 

higher engagement in the home/family (x²=36,859, p<0, 01) than men, so the findings can 

be concluded that for women - managers public sector is currently more appropriate, 

which makes the private sector less attractive, mostly because of the job insecurity, long 

working hours, working weekends and frequent overtime work, and in case working in 

the private sector, women managers are likely to prolong the decision to form family (x²= 

6,417, p<0, 05), which certainly reflects negatively on their overall quality of life. 

 
3.3. Further research implications 

The identified differences in the quality of work life in both sectors show a need 

for further research about the individual values and desired behavior of Macedonian 

managers (Rokeach, 1984; Schwartz, 1996), because as there are differences between the 

sectors, there are differences between the managers as individuals in terms of their 

preferences for work life and life in general. Of course, common values of the national 

culture which reflects on the QWL concept (Hofstede, 1984) must be also considered. 

The results from this kind of research would give answer about the profiles of managers 

who are more appropriate to work in the public or private sector in Republic of 

Macedonia and also what kind of work life model they prefer.  
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4. CONCLUSION 
 

 This research paper confirms the existence of differences in the quality of work life of 

Macedonian managers from public and private sector, which are mainly results of the specific 

national context. So as conclusion, the creators of national strategies and policies, company 

owners and HRM practitioners should take into consideration these differences when 

adopting and implementing work-life programs/practices and improvements or changes at 

sevice/organizational level. 
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