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Marginalised groups of workers in Slovenia are traditionally
most affected by labour market uncertainty, but increasingly
middle-class and upper-class workers are experiencing the
same. Furthermore, new work forms have given rise to
ethical, psychological and legal dilemmas. In this paper,
we examine the concept of decent work and focus on
job-related and organisational aspects of work in Slovenia.
In the empirical part of the paper we therefore focus on
working time, work organisation and co-operation within
teams, work-life balance, health and stress, and overall
satisfaction with working conditions. Our results evidence
that new work forms increase insecurity and consequently
diminish worker well-being; and this is most experienced
by younger, agency and self-employed workers in
Slovenia. This suggests that the development
of multilevel and multifaceted measures which take into
account socio-psychological and legislative factors to
address labour market segmentation is necessary,
especially when addressing the needs of those forced
to work atypically.
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INTRODUCTION
Slovenia's path to capitalism was mapped out by its social and
institutional reform in the mid-1990s. The loss of the Yugo-
slavian and Eastern European markets, the opening of goods,
money and labour markets, and the collapse of larger eco-
nomic powers, led Slovenia to the bottom of its economic cri-
sis in 1992. Since then, the Slovenian economy has steadily
grown, and its shift of focus to mostly western markets has
resulted in higher productivity and wage growth. During this
time, the demand for improved social protection repeatedly
conflicted with the ideas of those in favour of a more radical
liberalisation of markets, and labour and employment legisla-
tion gradually reduced employee protection. Employee pro-
tection had previously been characterised by relatively strong
unions and social partner negotiation (Svetlik, 2004), but the
economic crisis in 2009 led to further slackening in such pro-
tection and working-condition flexibilisation in many Euro-
pean countries, including Slovenia. Moreover, the end of the
crisis did not put an end to sustainable employment loss (In-
ternational Labour Organization, 2018).

Increases in temporary, contract and low-wage jobs, and
underemployment and unemployment have traditionally and
negatively most affected marginalised groups of workers, but
recently white-collar and intellectual workers have been ex-
periencing the same: labour market conditions affect individ-
ual and social group well-being, including decent work op-
portunity. As a consequence, significant international acade-
mic and professional attention, including that of the Inter-
national Labour Organization (ILO), has been devoted to the
concept of decent work in the last two decades. Most discus-
sion stems directly from the ILO's definition of decent work,
which states that decent work offers opportunities for pro-
ductive work with fair payment, job and social security, bet-
ter opportunities for personal growth, social inclusion, free-
dom to express concern, and association and participation in
decision-making that positively affects equal opportunities
and equal treatment (International Labour Organization, 2017).
Pursuant to this, four components of decent work are elabo-
rated: employment, social protection, workers' rights and social
dialogue (Ghai, 2003). Although authors' opinions differ (Di
Fabio & Maree, 2016; Blustein et al., 2019), it is crucial to inter-
pret decent work according to the current economic and so-
cial situation as suggested by Ferraro et al. (2016). Thus, we
posit that decent work is not solely linked to certain forms of
work, although it is indisputable that some forms, namely pre-
carious ones, lead individuals to worse labour market posi-
tions (Kenner et al., 2019). Although there is no single defini-
tion of precarious work, it is associated with atypical forms
and their negative consequences for the functioning of indi-656



viduals, society and the labour market. The standard employ-
ment relationship, described as a full-time and permanent
contract of employment between employee and employer, is
considered as a norm or benchmark, against which other
forms are to be compared when implementing the principle
of equal treatment (Deakin, 2016).

As decent work is a complex concept, referring to various
dimensions of work, a common methodological framework is
crucial for its applicability. Despite ILO's several attempts,
there is still no universal methodology or guidance for mea-
suring decent work, mostly due to the lack of consensus on
what constitutes a good job,1 and, relatedly, shortage of rele-
vant data. Empirical literature, therefore, often focuses on dif-
ferent aspects of quality of work, quality of employment, qua-
lity of job or precarious work, which are considered to be more
easily measured (Burchell et al., 2014; Piasna et al., 2020). As
Green (2021) notes, although often perceived as similar, there
is a distinction between the concepts of quality of work and
employment (QWE), decent work and job quality – the QWE
concept covers both decent work and job quality; the concept
of decent work is a society-level concept, whereas the concept
of job quality refers to characteristics of a job which are held
to meet worker's needs. The concept of decent work therefore
encompasses universal rights, job quality and subjective well-
-being of work (Conigliaro, 2019).

In this paper we focus on job and organisational aspects
of work in Slovenia, which can be considered as an important
component of decent work. Due to lack of common method-
ology, we measure the studied components by using the se-
lected variables from the sixth wave of the European Working
Conditions Survey (EWCS) data, which is in empirical litera-
ture also often used as a measure of job quality (Green, 2021).
In addition, we suggest how to better facilitate access to de-
cent work.

The structure of this paper is as follows. Section 2 pres-
ents the literature review on psychological perspectives regard-
ing decent work, focusing on job-related and organisational
level components. Section 3 provides an overview of method-
ology and data, and Section 4 presents empirical findings.
The last section provides the discussion of findings and con-
clusions.

LITERATURE REVIEW
Work is of great value as it provides income to satisfy existen-
tial and social needs, including affiliation, and the need for
personal growth. Labour market uncertainty and poor work-
ing conditions diminish the fulfilment of these needs, result-
ing in frustration and dissatisfaction with job. Individuals eva-
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luate their job and work situation with respect to different
characteristics, among which job-related and organisational
factors present an important part. Below we present an over-
view of empirical literature on job-related and organisational
aspects of work and an overview of empirical studies for Slo-
venia.

Job-related components
Decent pay, job security, paid holidays and sick leave, and
safe working environments free from mental and physical
risk or harm, are considered key features of decent work ac-
cording to a study of low-paid workers by Stuart et al. (2016).
In line with this, Stuart et al. (2016, p. 4) define decent pay as
"an hourly rate or salary that is enough to cover basic needs
such as food, housing and things most people take for grant-
ed, without getting into debt". With this in mind, decent pay
need not only cover basic needs but also be adequate for ac-
tive participation in society, such as buying a present for a
friend. Moreover, indecent levels of management pay tell
workers they are of little value to said management.

Even so, individuals not only do their job because it rep-
resents a source of income, they also gain well-being and mean-
ing (Judge et al., 2010). According to Frankl (1969), work tasks
are meaningful when individuals associate them with a higher
purpose, such as serving society or meeting a goal. Autono-
my, work-identity congruence, professional growth opportu-
nity, task significance, and amount of work (Lysova et al., 2019)
are also sources of meaning; conversely, job demand and worker
qualification incongruence do not provide meaning nor facili-
tate decent work provision.

Stuart et al. (2016) rated job security as the second most
important component of decent work in their study; having
a secure and permanent contract is important for life stability
and predictability. From a psychological perspective, job inse-
curity evokes considerable distress; it further affects the capaci-
ty to cope with stress and manage contemporary life demands
(Blustein et al., 2019; Duffy et al., 2016; Kinnunen et al., 1999).
Work-related uncertainty is concerned with employment
continuity, including the prospect of involuntary job loss (Hea-
ney et al., 1994).

Possible change in working conditions and career oppor-
tunities also increase uncertainty. Sverke et al. (2002) meta-ana-
lytically identified how workplace uncertainty is related to
attitudes towards work, organisation, health and behaviour.
They analysed 72 studies incorporating 38,531 workers and
found that workplace uncertainty negatively affected all as-
pects of functioning, including eliciting negative attitudes to-
wards work and organisation, significant deterioration in health658
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and efficiency, and increased intention to leave organisations.
These negative effects were markedly so for manual workers,
who were less efficient and exhibited higher intention to leave
organisations, so organisations employing larger proportions
of such workers face greater potential loss in efficiency and
trust (Sverke et al., 2002).

Paid holidays and sick leave also affect work-life balance.
Allowing sufficient rest, especially in cases of sickness, or the
ability to be unemployed without having to worry about cov-
ering life's costs, importantly affect our sense of protection
and value. For many people working in precarious work en-
vironments, paid holidays and sick leave are unfulfilled ex-
pectations. Stuart et al. found this the third most important
decent work component in their related study (Stuart et al.,
2016).

The broad concept of safe working environment was
found to be the fourth most important decent work component
in the same study. A safe working environment is one free
from mental and physical risk or harm (Mauno et al., 2001).
Safety pertains to physical, such as safety equipment, and psy-
chosocial conditions, such as a bullying-free environment.
Other studies (Duffy et al., 2017; Lysova et al., 2019) also sup-
port the notion that working in safe and just conditions is a
decent work component.

Organisational components
Respectful managers are supportive, considerate and encour-
age workers to do their jobs well (Judge et al., 2004), they praise
good work, give prompt feedback for enhancing efficiency,
and are aware of employee work-life balance and personal
need. Stuart et al. (2016) report respecting workers, including
communicating clearly and acknowledging achievement, as
the fifth most important factor amongst the participants in
their decent work study. These managerial characteristics, to-
gether with the capacity to inspire, set high goals and are
seen as a model of integrity closely linked to transformation-
al leadership and other popular concepts, such as ethical and
empowering leadership. Other studies indicate that transfor-
mational leadership is a cornerstone of decent work (Avolio et
al., 2004; Judge et al., 2004; Lysova et al., 2019).

According to Schein (2010), organisational culture is a set
of shared values, beliefs and assumptions on how things are
done and should be done on a daily basis in an organisation.
Which organisational cultures enable the provision of decent
work? According to Lysova et al. (2019), cultures that foster in-
novation support and ethically enhance meaning and well-be-
ing. Furthermore, hierarchy is negatively correlated to mean-
ingful work perception (Lysova et al., 2019). Consequently,
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human resource recruitment and selection practice needs to
be congruent with organisational culture, including human
resource and line managers understanding worker ability, task
alignment (Person-Organisation fit) and broader purpose.

Other HRM practices, such as socialisation and career
development, are also integral to the provision of decent work;
individuals who experience a lack of personal growth or career
development are less likely to perceive decent work (Arnoux-Ni-
colas et al., 2016). Individuals need sufficient human and
material resources to work successfully. Thus, organisations
should ensure resource sufficiency, work task and qualification
fit, and opportunities for decent work (Sehnbruch et al., 2015).

Additionally, good workplace relationships and positive
climate are important characteristics of decent work. For
example, Colbert et al. (2016) found that opportunities to sup-
port, assist, mentor, or care for another worker foster positive
relationships and help create supportive work environments.

Empirical findings for Slovenia
There are only a few studies for Slovenia that analyse job-re-
lated and organisational factors, mostly in the perspective of
quality of employment and focusing on specific groups. For
example, Tomaževič et al. (2014) examined the effect of demo-
graphic, job-related and organisational factors on employee
satisfaction in the police service, and proved that organisatio-
nal factors, i.e. supervision, support and trust had the strong-
est effect on employee satisfaction, and that salary and secu-
rity had the weakest. Aristovnik and Jaklič (2013) focused on
older workers and proved them to be relatively dissatisfied
with working conditions when compared to the EU average,
which might influence their retirement decisions. Based on a
sample of large Slovenian companies, Hvalič-Touzery et al.
(2020) found that working conditions are correlated with
employees' general psychological well-being. A recent study
by Domadenik et al. (2020) about precarious work concluded
that precariousness' characteristics are perceived in all forms
of work, differing only in degree.

METHODOLOGY AND DATA
In this paper we focus on job-related and organisational as-
pects of work, being an important constituent of the decent
work concept. Due to the lack of methodological guidelines
on measuring decent work and its components (see Piasna et
al., 2020; Green, 2021), our framework for analysing the job-re-
lated and organisational factors relies on existing empirical
literature and availability of data for Slovenia. According to
the empirical literature (Kozan et al., 2019; Lysova et al., 2019;
United Nations, 2015; Tomaževič et al., 2014; Johnson, 2012),
there are five job-related and organisational aspects of work660
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that have significant impact on employee satisfaction and
thus may be considered as an important element of job qual-
ity and decent work: working time, work organisation and
co-operation in teams, work-life balance, health and stress, and
working condition satisfaction. We study each of the five
components by analysing several variables, as presented in
Figure 1. The analysis is based on the most recent data from
the sixth wave of the European Working Conditions Survey
(EWCS) from 2015,2 which measures the working conditions
of employees and the self-employed across Europe (EWCS, 2020).
In 2015, the sample for Slovenia included 1,607 respondents,
of which 86% were employees and 14% self-employed.

Working time: Work-life balance:

- Actual and desired number - Fit of working hours to family
of hours worked and social commitments

- Working time stability - Work and household jobs
- Request to come to work - Worrying about job

at short notice when not working
- Setting of working time - Work and time for family

- Work in free time to meet
work demands

- Family responsibilities and
time and concentration on work

Job-related and Health and stress:
organisational factors

- Health or safety at risk due work
- Impact of work on health

Work organisation and Working conditions:
co-operation in teams:

- Overall satisfaction with
- Trust of management to workers working conditions
- Co-operation with colleagues - Appropriate pay
- Recognition of good work - Prospects for career
- Right to take a break advancement
- Sufficient time to complete work - Recognition of work
- Inclusion of worker's idea to work - Relations with colleagues
- Perception of fair treatment - Motivation at work

RESULTS OF EMPIRICAL ANALYSIS
In this section we assess the job-related and organisational as-
pects of work, relying on the components and variables pres-
ented in Figure 1. Prior to the presentation of various aspects
of work, we shortly present an overview of the labour market
situation in Slovenia, understanding of which is also impor-
tant for the further shaping of policy recommendations.

DRU[. ISTRA@. ZAGREB
GOD. 30 (2021), BR. 4,
STR. 655-674

ARZENŠEK, A. ET AL.:
JOB AND...

661

� FIGURE 1
Overview of
used variables



Labour market developments in Slovenia
The employment rate in Slovenia has significantly increased
over the past two years, well above the EU average: the em-
ployment rate for the age group 20–64 years in 2018 in Slo-
venia was 75.4%, which was 2.3 percentage points above the
EU-28 average and 8.2 percentage points above its low of 67.2%
in 2013, due to the effects of the global financial crisis (Euro-
stat, 2020).

The Slovenian labour market is highly segmented in terms
of permanent and fixed-term contracts workers, and younger
workers more often hold fixed-term contracts. Although the
2013 Employment Relations Act introduced important changes
to reduce segmentation and increase labour market flexibility
to increase the probability of permanent contract offer, espe-
cially for first-time entrants (Vodopivec et al., 2016), the prob-
lem of segmentation remains: the average incidence of fixed-
-term contracts in Slovenia in 2018 was 11.7%; among 15 to
24-year-olds it was 40%, with only 5.7% of older workers, 55
to 64 years of age, holding fixed-term contracts. On the other
hand, part-time employment, another form of atypical em-
ployment, has been rather low at a rate of only 7% of total
employment in 2018 (SORS, 2020). This can also be attributed
to Slovenia's high rate of participation of women on the la-
bour market: Slovenia shows the highest participation rate
for women aged 35–44 in the EU at over 85%.

With the growth of new work forms in recent years, the
problem of labour market segmentation in Slovenia has gained
new dimensions. Even though employees with standard em-
ployment contracts predominated (see Table 1), other workers
represented 19% of the working population in 2016; of those,
7% were individual entrepreneurs, 4.3% were farmers and fa-
mily assistants, 3.3% students, 2.7% worked for their own
firms, and 1.1% worked under civil contract or for direct pay-
ment. Between 2008 and 2016, the increase in working popu-
lation share was highest for sole entrepreneurs at a rate of
2.2%.

A more detailed analysis of new work form development
points to a remarkable increase in the number of self-employed
not employing others, their number increasing by 65% be-
tween 2008 and 2016. The increase in share of the self-em-
ployed, not including farmers, reached 73.2% in 2016, which
is 13.6 percentage points higher than in 2008. Furthermore,
26.5% of this group worked mainly for one client in 2016,
with more than half mainly on the premises of said client.
The numbers of these two groups of sole entrepreneurs have
steadily increased in recent years. The number of sole entre-
preneurs working mostly for one client increased by 65.2%
between 2012 and 2016, while the number of sole entrepre-662



neurs working mostly for one client at their premises in-
creased by 82.8%. It can be assumed that many of these cases
represent disguised employment relationships.

2008 2009 2010 2011 2012 2013 2014 2015 2016

Employed in employment
relationships 80.5 78.5 77.0 77.9 79.3 78.2 77.0 78.7 81.0

Single-member private
limited liability companies 1.7 2.6 3.2 2.6 2.2 2.5 2.3 2.5 2.7

Sole entrepreneurs 4.8 4.9 5.5 6.2 6.2 6.4 6.9 7.4 7.0
Independent professions 0.3 0.3 0.4 0.3 0.3 0.4 0.3 0.3 0.3
Student work 4.2 3.8 4.0 3.6 3.0 3.1 2.8 3.1 3.3
Work under civil contract

or for direct payment 0.9 1.2 1.2 1.3 1.2 1.5 1.2 1.2 1.1
Public work 0.2 0.2 0.3 0.2 0.3 0.3 0.4 0.4 0.3
Farmers and family assistants 7.4 8.4 8.4 7.7 7.5 7.6 9.1 6.4 4.3

Note: Calculations are based on Labour Force Survey data obtained from
the Statistical Office of the Republic of Slovenia (SORS, 2017). Data were
accessed and processed in the safe room at SORS.
Source: SORS, 2017

A similar trend is observed in the number of single-mem-
ber private limited liability companies without other employees,
their number increasing by 79.1% between 2008 and 2016,
their share among all single-member limited liability compa-
nies reaching 36.5% in 2016, which is 5.7% higher than in 2008.
Of these, only 10.2% worked for one client and 4.2% for one
client at their premises. As with the self-employed, these ca-
ses could represent disguised employment relationships.

Job-related and organisational level aspects of work in Slovenia
In this section, we analyse job-related and organisational as-
pects of work in Slovenia through five components: working
time, work organisation and co-operation in teams, work-life
balance, health and stress, and working condition satisfaction.

Working time
On average, employed respondents, both in Slovenia and in
the EU, work slightly more than they would like to. As seen
in Figure 2, the average employee in Slovenia usually works
39.9 hours per week but would rather work 1.2 hours less. In
contrast to the EU, there is little difference between actual
and desired hours of work per week for self-employed res-
pondents in Slovenia, 37.9 and 37.8 hours, respectively. An
analysis by type of employment contract indicates that the dif-
ference between actual and desired working hours is highest
for workers with permanent contracts, the average amount-
ing to 2.1 hours per week. Interestingly, workers with fixed-663
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Structure of working
population by work
form between 2008
and 2016 (%)



-term contracts would like, on average, to work more hours,
although the difference at 0.8 hours per week is rather small,
and this is similarly true for other EU countries. Temporary
agency workers, both in Slovenia and in the EU, want to work
more, with the average difference being 9.8 hours in Slovenia
and 4.4 hours in the EU.3

Source: EWCS, 2015
With regard to working time stability, almost 70% of em-

ployed respondents in Slovenia reported that they worked
the same number of hours per day or per week, and that their
work started and finished at fixed times. Similar findings
were observed for the EU.4 In contrast, working time stability
is significantly lower for self-employed respondents; for ex-
ample, only 22.8% of the self-employed in Slovenia reported
that they worked the same number of hours per day, with
30.1% in the EU, and only 18.3% reported fixed starting and
finishing times, with 27.1% in the EU. Compared to the EU,
self-employed respondents in Slovenia recorded significantly
lower working time stability, both in terms of working hours/
days and working times. Approximately 10% of employed res-
pondents in Slovenia reported that they had been requested
to work at short notice several times per month.

With regard to working time arrangement, 70% of em-
ployed respondents stated that it was set by the organisation664

� FIGURE 2
Actual and desired
number of working
hours, Slovenia and
the EU-28, 2015



with no possibility of change. As expected, more than 80% of
self-employed respondents reported that they entirely deter-
mined working time.

Work organisation and co-operation in teams
More than 85% of those employed in Slovenia believe that
management trusts them, 70% of them stating that they are
praised when they have done a good job and over 90% report-
ing good cooperation with colleagues; and these findings are
comparable to the EU average. About a third of the employed
reported that they could nearly always take a break should
they wish, which is below the EU average of 40.2%. On the
other hand, Slovenia, compared to the EU, records higher
shares for those who: always or mostly have sufficient time to
complete their work, 80.3% and 74% respectively; can include
own ideas in their work, 62.1% and 51.7% respectively; and
know what is expected of them (98% and 93.2% respectively).
More than 90% of respondents, both in Slovenia and the EU,
always or mostly felt they were treated fairly.

Work-life balance
On average, Slovenian respondents report good work-life
balance. As seen in Figure 3, 76 to 84% of employed and self-
-employed respondents reported that their working hours fit
well or very well with their family and social commitments,
which is comparable to the EU average. With regard to type
of employment contract, work-life balance is lowest among
respondents with fixed-term contracts.

Source: EWCS, 2015
A more detailed analysis of work-life balance shows that:

15.1% of employed respondents in Slovenia worry about
work most of the time when not working, the EU average
being 13.3%; 12.4% often felt too tired after work to do all the
necessary household jobs, the EU average being 21%; and
12.7% felt that their jobs often prevented them from devoting

DRU[. ISTRA@. ZAGREB
GOD. 30 (2021), BR. 4,
STR. 655-674

ARZENŠEK, A. ET AL.:
JOB AND...

665

� FIGURE 3
How working hours fit
in with family and
social commitments,
Slovenia, 2015



sufficient time to their families, the EU average being 10.8%.
Work-life balance is considerably lower for self-employed res-
pondents, with 24.4% reporting they worry most of the time
about work when not working, the EU average being 26.3%;
15.3% report fatigue, the EU average being 23.9%; and 16.9%
report an inability to spend sufficient time with their families
because of work, the EU average being 15.2%.

The self-employed also reported working more in their
free time; as seen in Figure 4, 34.6% of self-employed respon-
dents reported they worked in their free time every day or
several times a week, which is well above the EU average of
20.2%. In contrast, only 8.9% of the employed reported that
they regularly worked in their free time.

Source: EWCS, 2015

Health and stress
As seen in Figure 5, 36.8% of employed respondents in Slove-
nia believed that health and safety represented work-related
risk to them, the proportion of those with permanent contracts
higher at 38.2%; the proportion at 35.1% for the self-em-
ployed is a bit lower, yet still much higher than the EU aver-
age of approximately 25%. Furthermore, 33.2% of the self-em-
ployed and 40.2% of the employed believed that work is the
main factor affecting their health, which is also above the EU
average of 30%.5

Workplace stress is always or in the main experienced by
27.8% of employed respondents, which is above the EU aver-
age of 26.2%. It was more often reported by workers with per-
manent contracts, 29.9% in Slovenia and 27% in the EU; and
less so among the self-employed, where 19.1% experienced
stress always or in the main, which was below the EU aver-
age of 25%.666
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Source: EWCS, 2015

Satisfaction with working conditions
Over 80% of the respondents were satisfied or very satisfied
with working conditions in Slovenia, which is comparable to
the EU. The more detailed analysis presented in Figure 6,
nevertheless, points to lower satisfaction with regard to pay-
ment, career prospects and recognition, especially among
employed respondents. Compared to the EU, Slovenian res-
pondents report significantly lower recognition for their work.

Source: EWCS, 2015

� FIGURE 5
Share of workers
reporting negative
health impact of work,
Slovenia, 2015

� FIGURE 6
Satisfaction with
working conditions,
Slovenia and the
EU, 2015



DISCUSSION AND CONCLUSIONS
Even though the employment rate in Slovenia significantly
increased, segmentation between workers with permanent
and those with fixed-term contracts remains an issue, with
younger workers being disproportionally affected. Moreover,
Slovenia recorded growth in new work forms in the same
period, with a remarkable increase in the number of self-em-
ployed not employing any other workers. A sharp increase in
single-member private limited liability companies without em-
ployees was observed. As with the self-employed, these cases
could represent disguised employment relationships.

The increasing trend in instability threatens well-being
and this is markedly so for younger workers. Stuart et al. (2016)
state that secure and permanent contracts are important de-
terminants of stability and predictability in life. From a psy-
chological perspective, work instability undermines one's
sense of security, evoking considerable distress. At the same
time, job insecurity affects our ability to cope with stress and
manage contemporary life demands (Blustein et al., 2019; Duf-
fy et al., 2016; Kinnunen et al., 1999).

With regard to number of hours worked and to working
time stability, it can be seen that agency workers and self-em-
ployed workers in Slovenia experience lower work quality.
Agency workers especially work more than 40 hours per
week, probably to ensure financial security for their families.
Compared to the EU, the self-employed in Slovenia reported
significantly lower levels of working time stability, both in
terms of working hours/days and working times. Around one
tenth of employees in Slovenia reported they had regularly
been requested to work at short notice. Furthermore, over
two thirds of employed respondents stated that working time
arrangements were set by the organisation with no possibili-
ty of changes.

In Psychology of Working Theory (PWT), Duffy et al. (2016)
focus on the experiences and needs of workers, including work-
ers with limited control over their career choices, by investi-
gating the role played by psychological, economic and con-
textual factors in terms of career development opportunities
as components of decent work, a key finding being that phys-
iological needs, such as sufficient rest, are important compo-
nents of decent work. Consequently, agency and self-employed
workers without stable worktime arrangements and suffi-
cient time to rest between working days/hours are less likely
to experience decent work.

The situation in Slovenia is better with regard to work
organisation and co-operation in teams. The majority of res-
pondents reported that their management trusted them and668



showed appreciation when they had done a good job. A ma-
jority also reported good cooperation with colleagues; more
than 60% stated they could include their own ideas in their
work; 98% knew what was expected of them; and over 90%
thought they were treated fairly. Based on this, the majority
of participants worked for organisations with supportive cul-
tures. Being respectful to workers, trusting them, clear com-
munication, acknowledgment and giving them opportunity
to express their ideas are components of decent work and im-
portant indicators of corporate social responsibility (Schein,
2010; Lysova et al., 2019).

In general, Slovenian respondents reported good work-
-life balance, the lowest rates being among respondents with
fixed-term contracts and the self-employed, among whom, a
considerable proportion worried about work most of the time,
even when not working, or often felt too tired after work to
do all their household chores or devote sufficient time to their
families. The self-employed reported that they regularly worked
in their free time at a level well above the EU average. Ac-
cording to Stuart et al. (2016), not having to worry about exis-
tential costs while unemployed importantly and positively
affects our sense of protection and value. Decent work deficit
exists for a considerable proportion of Slovenes.

In comparison to the EU average, Slovenes with perma-
nent contracts and those self-employed believed that work
negatively affects their health and safety. Moreover, the inci-
dence of workplace stress was higher than in the EU, espe-
cially for workers on permanent contracts. Chronically high
levels of work stress might indicate unsuitable working con-
ditions.

The majority of respondents in Slovenia were satisfied
with their working conditions. However, lower levels of satis-
faction with regard to payment, career prospects and recog-
nition, especially among employees, existed. Compared to the
EU, Slovenian respondents reported significantly lower lev-
els of work recognition.

It is suggested that organisations invest more in strategic
human resource management, more precisely, in contempo-
rary leadership practice focused on employee development
(Lysova et al., 2019) to increase employee engagement and
autonomy. Furthermore, organisations in Slovenia should
better develop organisational cultures that foster innovation
and enhance belonging and meaning. In line with this, orga-
nisations should invest in educational programs to under-
stand stress patterns and in stress management workshops
for their employees.

Secondly, it is difficult for management to assess worker
well-being, working condition satisfaction and stress at work
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if no ongoing, prompt, sufficient and reliable internal com-
munication system is integrated in the corporate culture. In
terms of developing such a culture, companies are advised to
integrate their internal communication with everyday leader-
ship practice, because sporadic opportunities for information
exchange, such as annual interviews, are insufficient. Manage-
ments are also advised to act if working conditions are not
decent.

In terms of policy change, we suggest the development
of multifaceted measures to address labour market segmenta-
tion. Socio-psychological and legislative factors need to be taken
into account, especially when addressing the needs of those
forced to work atypically. Moreover, health and safety, and
career development are also decent work components. Thus,
a multilevel approach needs to be taken and appropriately im-
plemented in line with Slovenian and European labour mar-
ket specifics.

Our study has some shortcomings. Firstly, we examined
working condition quality based on data for 2015, the most
recent EWCS data, with a sample size of 1,600, so it is limited
with regard to generalisation. Secondly, we only included a
limited number of job and organisational variables in our ana-
lysis because of paper length restrictions. Finally, we should
have also shone a light on cultural level components of de-
cent work such as those proposed in PWT.

In future research, we will also focus on corporate social
responsibility (CSR) and decent work. CSR is the responsibil-
ity of organisations to society, to all of their stakeholders, not
just shareholders (Wang et al., 2016). CSR towards employees
is a prerequisite of decent work (Şahin & Bayramoğlu, 2015)
implemented, for example, through HR practices that are eth-
ical and focused on employee development and engagement
(Lysova et al., 2019). To provide a more in-depth analysis of
decent work in Slovenia, we will also take better and broader
human resource practice into account.

NOTES
1 An in-depth overview of operationalisation and measurement issues
of decent work is available in Piasna et al. (2020).
2 Slovenia participates in the EWCS since 2001.
3 The results for agency workers for Slovenia should be interpreted with
caution due to small sample size (26 respondents).
4 Analysis by type of employment contracts points to considerably
lower working time stability for agency workers – only one-third of
respondents reported a fixed number of working hours per day and
around 50% a fixed number of hours per week.
5 The share of workers reporting negative health impact is significant-
ly lower among agency workers, which might be associated with the
small size of the sample and its youth.670
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U svijetu je sve više nesigurnih radnih uvjeta koji utječu na
tradicionalno marginalizirane skupine radnika. Isto tako, sve
češće radnici srednje klase i viših slojeva osjećaju
nesigurnosti na radnom mjestu. Novi oblici rada doveli su
do mnogih etičkih, psiholoških i pravnih dvojbi. U ovom
članku analiziramo koncept pristojnog rada i
usredotočujemo se na radne i organizacijske dimenzije rada
u Sloveniji. Stoga se u empirijskom dijelu članka
usredotočujemo na radno vrijeme, organizaciju rada i
suradnju unutar timova, ravnotežu radnoga i privatnoga
života, zdravlje i stres te ukupno zadovoljstvo radnim
uvjetima. Rezultati pokazuju da novi oblici rada čine posao
manje stabilnim i na taj način ugrožavaju dobrobit radnika,
što je posebno izraženo u grupi mlađih radnika, agencijskih
radnika i samozaposlenih u Sloveniji. Stoga treba razvijati
mjere za rješavanje segmentacije tržišta rada koje će biti
višeznačne i na više razina, uzimajući u obzir socijalne,
psihološke i zakonodavne čimbenike, posebno ako je riječ o
potrebama zaposlenih koji moraju raditi netipično.

Ključne riječi: pristojan rad, organizacijska psihologija,
kvaliteta zaposlenosti, stanje na tržištu rada, Slovenija
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